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CHAPTER I
THE PROBLEM AND ITS SCOPE
The Problem
The problem o f se le c tin g  so c ia l  se rv ice  executives by govern­
ment o rganizations and so c ia l se rv ice  agencies has long been an 
important one* Other organizations d irec tin g  the  e f fo r ts  of people 
need to  know what q u a li t ie s  ch arac te rize  successfu l so c ia l serv ice  
executives. Social se rv ice  executives adm in ister and supervise 
many a c t iv i t ie s  which involve th e  time and e f fo r t  o f o ther people. 
They should, th e re fo re , be c a re fu lly  se lec ted  so th a t  the  objec­
tiv e s  o f th e i r  employing o rgan izations may be e ffe c tiv e ly  and 
economically achieved.
The purpose of th is  study i s  to  determine w hether any re la tio n ­
ship  e x is ts  between performance ra tin g s  o f Young Men*s C hristian  
A ssociation Senior S ec re ta rie s  and t h e i r  in te llig e n c e , personal 
va lues, and in te r e s ts .
Need fo r th e  Study
Mary E. Flarmigan (3, p . k)  expressed th e  need f o r  knowing 
more about th e  c h a ra c te r is t ic s  o f executives in  so c ia l se rv ice  
work. She concluded th a t :
” . . .  Agency executives must make a 
serious and system atic e f fo r t  to  secure , 
through se le c tio n , more competent leadersh ip .
. . • Agencies must p lace g re a te r  emphasis 
upon the  n ecessity  of se ttin g  high standards 
of q u a lif ic a tio n s  and developing more success­
f u l  methods of securing leaders who measure up 
to  those s tan d a rd s .”
2Various methods of se lec tin g  so c ia l service executives have 
been used. In some instances arbitrary educational and experience 
standards have been established ad then without too much emphasis 
on what characteristics are necessary, people are selected who 
meet the standards. Selection on the baas of interviews i s  tra­
d itio n a l. Interviews are sometimes held w ith l i t t l e  thought o f  
actually  measuring characteristics of applicants. No doubt, ihe 
establishment of educational and experience standards i s  good i f  
carefu lly  analyzed. Also, interviews can serve a usefu l purpose 
i f  properly used. There appears to be a gap in the use o f objec­
t iv e  t e s t s  in se lec tin g  sound so c ia l service executives. The 
purpose o f  th is  study is  to help bridge the gap.
Maiy E. Flannigan (3, p . 6) s ta te d  fu r th e r :
"Except in  the se lection  o f professional 
leaders l i t t l e  use has been made of objective  
te s ts  in the se lec tion  o f group leaders. This 
i s  partly because o f the reluctance of an agency 
to put the prospective leader through an ex­
tensive testin g  program since i t  i s  seeking the 
leader rather than the reverse .”
Miss Flannigan indicated that standardized te s t s  have been 
used with some success in  the se lec tion  and judging of personality  
and in terest tr a its  for employment by industrial concerns, schools, 
and professional groups. She beLieved that hiring techniques of 
so c ia l service agencies can ben improved by the use o f standardized 
te s t s .
Executives in government service are anxious to  know more 
about selectin g  persons who supervise the work o f others. From 
Selecting Supervisors (5> p . 1) conclusions are drawn that 
management has the resp on sib ility  to make certain  that supervisors
3are  the  very b e s t a v a ila b le . Supervisors are the people who a re  
responsib le  fbr obtain ing f u l l  u t i l iz a t io n  of the  workers* Workers 
need capable supervision i f  th ey  are to  perform sa tis fa c to r i ly *
For these  reasons a system atic program of supervisory  se lec tio n  is  
a n ecessity .
Purpose of the  Study
Y.M.C.A. Senior S ec re ta rie s  are engaged in  a world program 
fo r  th e  development o f a C h ris tian  p e rso n a lity  in  a C h ris tia n  
society* Their r e s p o n s ib i l i t ie s  fo r  the development o f  ch arac te r 
fo r th o se  they serve is  indeed heavy. The adm in istration  and 
supervision  of programs to a t t a in  th e i r  ob jec tives are requ ired . 
The National Council of Young Men’s C h ris tian  A ssociations 
recognizes th a t top q u a lity  personnel a re  requ ired  to  execute the  
programs. The N ational Council has defined a Senior Secretary  as 
one who has completed a l l  requirem ents fo r  employment on a fu l l  
tin e  b a s is ,  as a com pletely q u a lif ie d  se c re ta ry . To secure th is  
t i t l e  and be l i s t e d  by the  Y.M.C.A., a person must complete his 
b ach e lo r’s degree from an accred ited  co llege . T hirty  c re d it  
hours in  sp e c ified  sub jec ts  must be included o r taken in  graduate 
work. In  add ition  to  form al schooling, two years o f f u l l  time 
employment must be served as a Jun ior S ecre tary  in  an accred ited  
Y.M.C.A. Following the t r i a l  p e rio d , references are secured from 
s ix  persons who have observed th e  work of th e  a p p lican t, and upon 
th e i r  recommendation th e  t i t l e  o f  Senior Secretary  is  g ran ted .
A fter c a re fu l considera tion  o f what i s  expected from Y.M.C.A. 
Senior S e c re ta rie s  and th e  standards estab lished  by th e  National 
Council o f Young Men’s C h ris tia n  A ssociations, i t  appears
It
reasonable to  assume th ere  a re  c h a ra c te r is t ic s  which could be 
measured by o b jec tiv e  t e s t s .  Level o f in te llig e n c e  was one fa c to r  
which was se lec ted  fo r  th is  study. This was se lec ted  because many 
stu d ies  o f In te llig en ce  of o ther occupational groups have been made, 
and in  a l l  occupations in te llig e n c e  seems to  be an im portant fa c to r .  
The s ix  basic  in te re s ts  or m otives—th e o re tic a l ,  economic, a e s th e tic , 
s o c ia l ,  p o l i t i c a l ,  and re l ig io u s —as categorized  by "Study o f Values," 
seemed to  be  e sp e c ia lly  appropria te  to  Y.M.C.A. Senior S e c re ta rie s  
because o f th e  na tu re  o f t h e i r  work. In te re s ts  as measured by th e  
Kuder Vocational Preference Record are  considered to  be im portant 
in  th e  se le c tio n  o f  employees fo r  any occupational group, and i t  i s  
be lieved  i t  could be he lp fu l in  se lec tin g  Y.M.C.A. Senior S e c re ta r ie s .
CHAPTER II
PREVIOUS INVESTIGATIONS IN THE FIELD
Much concern i s  being expressed as to what q u a lities  are 
possessed by so c ia l service executives. How are some d ifferen t 
from others, and are there measurable d ifferences between success­
fu l and unsuccessful ones? Richard E. Hamlin (I4.) studied the 
problem of whether there was a relationship between job performance 
o f a Young Men*s Christian Association Adult Program Secretary and 
his personality as measured by "The Personality inventory."
Mr. Hamlin concluded that none o f the s ix  Bemreuter personality  
tr a its  was found to  have a s t a t i s t ic a l ly  sign ifican t difference  
between strong, average, and weak job performance groupings of  
Young Menrs Christian Association Program Secretaries.
Mr. Hamlin (I4., p . 30) did concludet
"An in terestin g  combination o f the tr a its  
o f neurotic tendency, introversion, and con­
fidence has been seen to have sig n ifica n t  
association  to  job performance in  the men 
tested . This means th a t, in  looking for desir­
able tr a it s  in  an Adult Program Secretary, 
according to th is  study, one would look for a 
man with a combination of l i t t l e  neurotic 
tendency, l i t t l e  introversion tendencies, and 
more confidence as shown on the Bernreuter."
Mary E. Flannigan (3, p . 36) used s ix  standardized te s ts  
measuring eighteen personality  tr a its  among successfu l and unsuc­
c ess fu l so c ia l group leaders. Miss Flannigan concludes (3* p . 36):
"The resu lts o f  th is  study point to 
several conclusions. Although leadership i s  
not a t r a i t  o f personality , and the term 
deader* cannot be applied w ith s c ie n t if ic  
accuracy to a sp e c if ic  personality type,
6th e re  are  c e r ta in  t r a i t s  o f p e rso n a lity  th a t  
are e sp ec ia lly  d e s irab le  to  those who occupy 
p o sitio n s  o f leadersh ip  as o u tlin ed  in  the  
personnel q u a lif ic a tio n s  by n a tio n a l group 
work agencies and by n a tio n a l leaders in  the 
f ie ld  of group work.
'’From th is  study made o f successfu l and 
unsuccessful group le a d e rs , using s ix  stand­
ardized t e s t s ,  th e re  appears to  be a s ig n i f i ­
cant d iffe rence  in  th e  p e rso n a lity  t r a i t s  
between th e  two groups.
11 In  analyzing th e  e ighteen  p e rso n a lity  
t r a i t s  compositely, th e re  is  evidence th a t  
the  persons comprising the  successfu l group 
in  th is  study in  comparison w ith  the  ind iv ­
iduals making up the unsuccessful group have 
a tta in e d  a high degree of emotional m atu rity .
n0 f the eighteen  t r a i t s  measured in  th is
b a tte ry , the successfu l group leader could be
d if fe re n tia te d  from the  unsuccessful group 
lead e r in  fourteen  of the t r a i t s . n
The stud ies  mentioned above compare the performance o f weak 
and strong so c ia l se rv ice  executives and group leaders in  a number 
of t r a i t s .  This study aim,a to  compare a  spec ia lized  group; i . e . ,  
Y.M.C.A. Senior S ec re ta rie s  w ith  fa c to rs  o f th e i r  in te llig e n c e , 
personal va lues, and in te r e s ts .
The comparison of th e  p ro fess io n a l performance of Y.M.C.A.
Senior S ec re ta rie s  and th e i r  in te llig e n c e , personal values, and
in te re s ts  i s  o f in te re s t  to  th e  N ational Council of Young Men’s 
C h ris tia n  A ssociations, as evidenced by th e i r  cooperation in  
the  study. Other so c ia l agencies w i l l  be ab le  to  use the find ings 
in  sc ru tin iz in g  th e i r  se le c tio n  procedures. Government agencies 
and p r iv a te  in d u stry  in te re s te d  in  improving th e i r  supervisory  
se le c tio n  programs w il l  be able  to  t r a n s la te  the  find ings fo r 
use in  th e i r  programs.
CHAPTER I I I
METHOD OF SOLUTION
The purpose o f th is  study is  to  compare the p ro fess io n a l 
performance ra tin g s  o f Y.M.C.A. Senior S e c re ta rie s  and th e i r  
in te l l ig e n c e , p e rsonal values, and in te r e s ts .  This includes a 
determ ination  o f p ro fe ss io n a l success by means o f th e  Y.M.C.A. 
c o n fid e n tia l Achievement Rating sc a le , measurement o f  in te llig e n c e  
by means of th e  Wonderlic Personnel T est, measurement o f personal 
values w ith  th e  A llp o rt, Vernon, Lindzey "Study of Values," and 
measurement o f in te r e s ts  w ith  the  Kuder Preference Record,
V ocational Form CH.
This c h a p te r  discusses th e  procedures used in  gathering the 
d a ta ; th e  measurement o f the p ro fe ss io n a l success o f Y.M.C.A.
Senior S e c re ta r ie s ; th e  measurement o f in te l lig e n c e , personal 
va lues, a id  in te r e s ts ;  and a d iscussion  o f th e  comparisons o f th e  
t e s t  r e s u l ts  w ith the p ro fe ss io n a l success.
PROCEDURES USED IN GATHERING DATA
D efin itio n  o f Senior Secre tary
A. Senior S ecre tary  in  th e  Y.M.C .A. i s  one who has completed 
a l l  requirem ents fo r  employment on a f u l l  time b a s is , as a com pletely 
q u a lif ie d  S ec re ta ry . To secure th is  t i t l e  and be l i s t e d  by the  
N ational Council o f Young Men’s C h ris tia n  A ssociations, a person mast 
complete h is  b ach e lo r’s degree from an accred ited  co lleg e . T h irty  
c re d i t  hours in  sp ec ified  su b je c ts  must be included or taken in
8graduate work. In add ition  to  the  formal schooling, two years o f 
f u l l  tim e employment must be served as a Jun ior Secretary  in  an 
acc red ited  Y.M.C.A. Following th is  t r i a l  period , references a re  
secured from s ix  persons who have observed the  work o f th e  app li­
can t, and, upon th e  reconaaendation of these  s ix  persons, th e  t i t l e  
o f Senior Secre tary  i s  granted* The term ind ica tes  p ro fessio n a l 
s ta tu s  ra th e r  than  a sp e c ific  p o s itio n . Senior S ec re ta rie s  gen­
e ra l ly  sp e c ia liz e  in  the  various options th a t  the  Y.M.C.A. o ffe rs , 
such as Boys1 S ecre ta ry , A th le tic  S ecre tary , Adult Program Secre­
ta ry , e t  c e te ra .
The Subjects Used
A sample o f seven ty-eigh t Y.M.C .A. Senior S ec re ta rie s  employed 
on a  f u l l  time b as is  was included in  th i s  study. This means th a t  
each person included in  th e  study has served two years or more as a 
f u l l  time Y.M.C.A. S ecre tary , thus making p o ss ib le  an app ra isa l o f 
h is  work. By using only Senior S e c re ta rie s , the study includes only 
those on whom performance ra tin g s  were on f i l e .
A ll persons in  the  study were ra te d  on the  standard  Y.M.C.A. 
nC onfiden tia l Achievement R ating” sc a le . Each S ecre tary  was ra ted  
by a t  le a s t  s ix  persons who had observed h is  work fo r  two years o r 
more.
Procedures Used in  C o llecting  the Data
For some tim e the  w r i te r  has been in te re s te d  in  whether th ere  
a re  any d is t in c t iv e  measurable q u a li t ie s  o f people who have super­
v isory  p o s itio n s . The problem had been d iscussed w ith  sev era l 
in d u s tr ia l  le a d e rs , bu t i t  seemed to  be extremely d i f f i c u l t  to  
get them to  cooperate on such a  study.
9The w r i te r  has been asso c ia ted  fo r  some time w ith  the  Omaha 
C en tra l Young Men^ C h ris tian  A ssociation in  a p a rt time s t a f f  
c ap ac ity  in  Adult Program work* The problem was discussed  w ith  the  
Adult Program S ecre tary , and he recognized th e  need fo r  such a study  
w ith in  th e  Young Men*s C h ris tian  Association* He o ffe red  to  a s s i s t  
in  making the  resources o f th e  o rgan ization  a v a ila b le . He immedi­
a te ly  corresponded w ith  th e  N ational Council o f th e  Young Menfs 
C h ris tia n  A ssociation , p resen tin g  th e  problem. The N ational Council 
evidenced in te r e s t  in  the  study , au thorized  i t s  conduct, and o ffered  
to  cooperate in  every way p o ss ib le .
In  c o lle c tin g  the  d a ta , geographical reg ions were chosen, and 
then various s iz e s  of asso c ia tio n s  from w ith in  the reg ions were 
se lec ted . I t  was decided to  d iv ide  th e  assoc ia tions in to  th ree  
groups: those  employing one to  two s e c re ta r ie s , th ree  to  nine
s e c re ta r ie s ,  and those having te n  and over. Table I  i l l u s t r a te s  
the  grouping and where the  se c re ta r ie s  are lo ca ted .
(Table I  on following page — page 10)
TABIS I
YOUNG MEN'S CHRISTIAN ASSOCIATIONS GROUPED BY SIZE
1 - 2  Senior S ecre tary  A ssociations
B eatrice , Nebraska 
Norfolk, Nebraska 
Hannibal, M issouri 
L incoln, Nebraska 
S a lin a , Kansas 
Parsons, Kansas 
McCook, Nebraska 
Atchison, Kansas 
P ittsb u rg , Kansas
3 - 9  Senior Secretary Associations
Colorado Springs, Colorado 
Grand Bap id s ,  Michigan 
Des Moines, Iowa 
Pensacola, F lo rida  
Hamilton, Ohio 
Phoenix, Arizona 
Stamford, Connecticut
10 and Over Senior Secretary  A ssociations
D allas, Texas 
Los Angeles, C a lifo rn ia  
M inneapolis, Minnesota 
H artford, Connecticut 
Omaha, Nebraska 
S t. Louis, M issouri 
J o l i e t ,  I l l i n o i s
The next s tep  was to  send a l e t t e r  to  each of th e  se lec te d  
assoc ia tions explaining the  puiposes o f th e  study and s o l ic i t in g  t h e i r  
cooperation. When the  re p l ie s  came back, they  were a l l  favo rab le . 
Meanwhile, the t e s t s  had been assembled in  b a t te r ie s  and numbered 
w ith  an id en tify in g  code. The b a tte r ie s  were m ailed to  th e  cooperat­
ing a sso c ia tio n s , together w ith  a  covering l e t t e r  g iv ing  complete
11
in s tru c tio n s  to  the person adm inistering  the t e s t s .  Upon the  re tu rn  
o f th e  completed b a t te r ie s  o f te s ts*  they were scored and entered in  
ta b u la r  form.
The names o f a l l  the  Senior S ec re ta ries  p a r t ic ip a tin g  in  the  
study were then forwarded to  th e  N ational Council o f Young Men*s 
C h ris tian  A ssociations so th a t  th e  necessary  C o n fid e n tia l Achieve- 
ment Rating” sca le s  could be prepared aid retu rned . I t  i s  p e rtin e n t 
to  note th a t  cu rren t C o n f id e n tia l  Achievement Rating1* scales could 
not be obtained on a l l  who had been te s te d . Consequently* the 
number of cases in  th e  study is  le s s  than  o r ig in a lly  contemplated.
The o r ig in a l p lans ca lled  f o r  a study of one hundred cases. How­
ever* th i s  f in a l  study covers seven ty-eigh t cases. The C o n fid e n tia l 
Achievement R ating” p ro f i le s  fo r  each Senior Secretary  were obtained 
from th e  National Council. The N ational Council could not re le a s e  
ind iv idua l r a t in g s ,  b u t  th e y  did  average the ra t in g s  on each Senior 
Secretary  and the  p ro f i le  thus determined was used. There were 
eleven averaged ra t in g s $ th ey  were to ta led*  and th is  t o t a l  was 
used as th e  measure of p ro fess io n a l performance fo r  th e  Senior 
S ecretary  concerned. These ra tin g s  ranged from 98.9 po in ts  fo r  a 
h igh to  a low o f 7k»5* A ll Senior S ec re ta ries  were p laced in to  
one of two groups: “More Successful” o r ”Less Successful” on th e
b asis  o f  th e  ra t in g s .
The mean ra t in g  fo r  th e  ”More Successfu l” group i s  93*91 
whereas* the  “Less Successfu l” group has a mean ra t in g  o f 8h*B*
Chart I  shows a comparison between th e  mean ra tin g s  o f th e  two 
groups on each item  o f the  C o n fid e n tia l  Achievement Rating” 
sc a le .
12
CHART I
A Comparison of P ro fess io n a l Performance Ratings 
Received by All Cases
1 . Consider h is a b i l i ty  to  command confi­
dence and resp ec t through h is p e rso n a lity
2. Consider how e ffe c tiv e ly  he i s  ab le  to  
meet the  physica l demands o f h is  work; 
h is  reserve ; h is  health  regime
3« Consider h is po ise ; h is  a b i l i ty  to  re ­
main calm under exacting re sp o n s ib il­
i ty ;  h is  s e lf -c o n tro l
ij.. Consider h is success in  proceeding w ith  
h is  work, w ithout having to  be to ld  
every d e ta i l ;  h is  a b i l i ty  to  make and 
carry  out p ra c t ic a l  suggestions fo r  do­
ing th ings in  o r ig in a l and improved ways
5 . Consider h is  a le r tn e ss  to  d iscover and 
h is a b i l i ty  to  th in k  through problems; 
h is  thoroughness; h is  power o f  analyz­
ing s itu a tio n s
6. Consider h is understanding o f h is  p o si­
t io n  in  re la t io n  to  the  program and pur­
poses of th e  Y.M.C.A. as a whole, includ­
ing an apprecia tion  of th e  work of o ther 
departments
7. Consider th e  volume of work o f standard  
q u a li ty  he i s  able to accomplish#
8# Consider h is  a b i l i ty  to  win and hold the  
cooperation and good w i l l  o f th e  groups 
he se rves, as w e ll as h is a sso c ia te s .
9 . Consider h is  grasp o f im portant so c ia l 
fa c to rs  in  th e  a re a  he se rv es  and h is  
sense o f th e  s o c ia l  s ig n ifican ce  o f  h is  
work
10. Consider h is a ll-a round  e x en p lif ic a tio n  
of genuine C h ris tia n  ch arac te r
11. Consider h is  understanding o f  the  Y.M.C.A. 
as a World Movement and h is  app recia tion  
of th e  s ig n ifican ce  o f th e  A sso c ia tio n s  
In te rn a tio n a l and World Service programs
IQ 9 8  1 6  S’ 4 3 2 1
NOTE* The do tted  l in e  rep re sen ts  the  mean o f  th e  "More Successful" group
The d a sh e s  rep re sen t th e  mean of the  "Less Successful" group
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MEASUREMENT OF PROFESSIONAL STX3CE5S 
OF SENIOR SECRETARIES
For th is  study th e  eleven e lsaen ts  o f the ‘‘C onfiden tia l 
Achievement Rating” sca le  (see Appendix A)* as completed tyr the 
superv isors o f -the Senior S e c re ta rie s  being stud ied , were used as 
the  measure o f p ro fessio n a l success* The “C onfidential Achievement 
Rating” sca le  i s  used because i t  has been adopted by the N ational 
Council o f Young Men*s C h ris tian  A ssociations and i s  used in  pre­
paring personnel papers and tak in g  personnel actions* Level o f 
p o s itio n  and sa la ry  received by a Senior S ecretary  could have been 
chosen as a measure of p ro fessio n a l success* No doubt, th e re  a re  
o ther measures o f p ro fess io n a l success^ however, due to  the  various 
s izes  of the  a sso c ia tio n s rep resen ted  in  th e  study, i t  i s  considered 
th a t th e  “C onfiden tial Achievement Rating” sca le  is  the most 
ob jec tive  measure*
MEASUREMENT OF INTELLIGENCE, PERSONAL VALUES,
AND INTERESTS CF SENIOR SECRETARIES
For th e  measurement of in te llig e n c e  of th e  subjects in  th is  
study, th e  Wonderlic Personnel Test was se le c te d . The Study of 
Values by A llp o rt, Vernon, and Lindzey was used to  measure personal 
vaLues, and the Kuder Preference Record, Vocational Form GH, was 
se lec ted  to  determine in te r e s ts .
Measurement o f  In te llig e n ce
The Wonderlic Personnel Test was se lec ted  fo r  th is  measure.
This t e s t  i s  designed fo r  te s tin g  a d u lts  in  business and in d u s tr ia l  
s itu a tio n s  • I t  has been found u sefu l as a se le c tio n  instrum ent in
hiring and placing applicants and also as an indicator o f future 
p o s s ib i l i t ie s .  I t  is  an easy to o l to use in that i t  requires only 
twelve minutes to take and w ith  a minimum of d irection  and super­
v isio n . Wonderlic (7> P* k) s ta te s , "The r e l ia b il i ty  o f the te s t  
i s  as good as for longer t e s t s . 11 Comparing the resu lts  of one 
twelve minute t e s t  taken immediately a fter  another gave correlations 
of .82 to .9ii, indicating good r e l ia b i l i ty .  "While the te s t  author 
does not present sp ec ific  data on v a lid ity  in  the manual, he says 
that th is was proved in actual business s itu a tion s. The te s t  has 
been shown to  be a valid  instrument in  determining success on a 
number o f d ifferent jobs. Correlations between the Personnel Test 
and the Otis Test are from .81 to  .87*
Measurement o f Personal Values
The Study of VaLues by A llport, Vernon, and Lindzey was selected  
for this in vestigation . The Study of Values aims to measure the 
re la tiv e  prominence o f s ix  basic values or motives in personality: 
th eo retica l, economic, a esth etic , s o c ia l, p o l i t ic a l ,  and re lig io u s. 
A llport, Vernon, Lindsey (1 , p . 3) s ta te :  " . . .  The c la s s if ic a ­
tion  is  based d ir e c t ly  upon Edward Spranger!s Types o f Men, a 
b r ill ia n t  work which defends the view that the p erson alities o f  
men are best known through a study o f th e ir  values or evaluative 
attitu d es."
R e lia b i l i ty  o f  the  Study of Values seoas to  be s a t is fa c to ry .
The mean r e l ia b i l i t y  c o e ff ic ie n t , using a z transformation, was 
.89 which is  considered to  be fu l ly  adequate. Examination of the 
scores o f groups whose characteristics are known provides evidence 
for the v a lid ity  of the sc a le . This conclusion is  made even though 
no sp ec ific  comparable v a lid ity  correlations are made by the authors.
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The s ix  basic  values are described by A llp o rt, Vernon, and 
Lindzey (1 , pp. 13—111-) as follow s:
nl .  The T heoretical -  The dominant 
in te r e s t  o f th e  th e o re tic a l  man i s  th e  d is ­
covery of t r u th .  . . . The in te re s ts  o f the 
th e o re tic a l  man are em p irica l, c r i t i c a l ,  aid 
ra tio n a l^  he i s  n e ce ssa rily  an in te l le c tu a l i s t ,  
frequen tly  a s c ie n t is t  o r  ph ilosopher. . . .
”2. The Economic -  • • • c h a rac te ris ­
t i c a l l y  in te re s te d  in  what is  u se fu l. . • • 
the p ra c t ic a l  a f f a i r s  of th e  business w orld. . . .
"3. The A esthetic -  . . . sees h is 
h ighest value in  form and harmony. Each 
s in g le  experience is  judged from th e  standpoint 
of g race, symmetry, or f i tn e s s .  . . •
ttl |. The Social -  The h ig h est value fo r  
th is  type is  love of people. . . . The so c ia l 
man p rize s  o th er persons as ends, and i s  th e re ­
fo re  him self kind, sym pathetic, and u n se lf ish .
n5. The P o l i t ic a l  -  . . .  is  in te re s te d  
p rim arily  in  power* His a c t iv i t ie s  are  not 
n ecessa rily  w ith in  the narrow f ie ld  of p o l i t i c s .
”6* R eligious -  The h ighest value of 
the  re lig io u s  man may be c a lle d  u n ity . He is  
m ystica l, and seeks to  comprehend the  cosmos as 
a whole, to  r e la te  himself* to  i t s  embracing 
t o t a l i t y . ”
Measurement o f Interests
The Kuder Preference Record, Vocational Form CH, was selected  
for th is  study. This t e s t  aims to  make a systematic g?proach to  
the problem of vocational se lection  by iso la tin g  the broad f ie ld s  
of in te re sts . The t e s t  c la s s i f ie s  in terests in  ten general areas 
as follow s:
0 Outdoor 5 A r tis tic
1 Mechanical 6 L iteraiy
2 Computational 7 Musical
3 S c ien tific 8 Socia l Service
k Persuasive 9 C lerical
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The Kuder Preference Record, Vocational Form CH, i s  used c h ie fly  
in  vocational counseling, employee counseling, and to  m otivate read­
ing in  f i e ld s  o f sp e c if ic  in te re s ts*  In  vocational counseling, the  
t e s t  i s  designed to  p o in t out occupations fo r fu rth e r  study and to  
v e rify  a p e rso n !s choice of an occupation. In  employee counseling, 
th e  t e s t  can be u se fu l in  screening new employees and in  impressing 
the placement o f p resen t employees. Various s tud ies  in d ica te  th a t  
people work best in  occupations th e y  enjoy. Students can be en­
couraged to  improve t h e i r  read ing  s k i l l s  when th e  reading m ateria l 
appeals to  them. The t e s t  w il l  help  id e n tify  in te re s tin g  reading 
m a te ria l. This in te r e s t  inventory was used in  th is  study to  de­
term ine th e  types of a c t iv i t ie s  in  which the  Senior S ec re ta ries  
are  most in te re s te d .
Evidence has been c o lle c te d  which shows a r e la t io n  between 
preference sco res and fa c to rs  of sc h o las tic  achievement, choice o f  
occupations and c u rr ic u la , general and spec ia l a b i l i t i e s ,  and job 
s a t is fa c tio n . Varying co rre la tio n s  have been found, but a l l  appear 
to  be s ig n if ic a n t  enough to  consider the  t e s t  v a lid .
Euder (2, p . 20) concludes that r e l ia b i l i t ie s  obtained from 
adults and high school students are fu lly  sa tisfactory . They vary 
from a correlation o f .81; to .93*
An in d iv id u a l’s p references in d ica te s  th a t  he lik e s  c e r ta in  
types o f a c t i v i t i e s .  The Preference Record c la s s i f ie s  them in to  
te n  areas l i s t e d  on page 1$. In g en e ra l, the  areas are c la s s if ie d  
as explained in  th e  follow ing paragraphs:
The Outdoor re fe rs  to  a c t iv i ty  a reas requiring  working outdoors 
r a th e r  than indoors. Included in  th is  sca le  a re  ty p ic a l  occupations 
ranging from the  sem i-sk illed  occupation o f woodsman to  i t s  p ro fes­
s io n a l coun terpart o f  fo re s t  ran g e r.
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Mechanical scale  i s  designed to  measure in te re s ts  in  mechani­
c a l a c t iv i t i e s .  T ypically  included are th e  low s k i l le d  manual 
occupations to p ro fessional eng ineers.
The Computational sca le  aims to  f in d  in te re s ts  in  th e  occupational 
f ie ld s  which requ ire  computational e f f o r t ,  such as bookkeeping, 
accounting, and the  various business machine operation  occupations.
The S c ie n tif ic  sca le  in tends to  measure in te re s ts  in  s c ie n t i f ic  
a c t iv i t ie s .  The sca le  is  not lim ited  to  pure science but includes 
a l l ie d  f ie ld s  and s c ie n t if ic  he lpers.
The Persuasive sca le  aims to  measure those a c t iv i t ie s  in which 
the  w ield ing  o f personal in fluence i s  inpo rt an t • Typical occupations 
are law yers, a d v e r tis e rs , and au c tio n eers .
The A r t is t ic  scale  measures in te r e s ts  in  th e  a c t iv i t ie s  re q u ir­
ing a r t i s t i c  ta le n t  o f various kinds and degrees.
The L ite ra ry  sca le  measures in te re s ts  in  the f i e ld  o f  l i t e r a tu r e  
and ac tin g .
The Musical sca le  measures in te r e s ts  in  m usical a c t iv i t i e s .
The Social Service sca le  measures in te re s ts  in  those  a c t iv i t ie s  
req u irin g  extensive dealings w ith  o th er peop le  ranging from personal 
se rv ice  occupations, such as midwife and p ra c t ic a l  nurse to  th e  
p ro fessio n a l occupations o f clergyman and surgeon.
The C le r ic a l sca le  measures in te re s ts  in  those  occupations 
which are s t r i c t l y  c le r ic a l  in  n a tu re , such as bookkeeping machine 
opera to r, general c le rk , e t  c e te ra .
COMPARISON OF RATINGS OF PROFESSIONAL SUCCESS WITH 
INTELLIGENCE, PERSONAL VALUES, AND INTERESTS OF SENIOR SECRETARIES
A fter a l l  th e  scores had been obtained fo r  each o f th e  measures 
included in  th e  b a tte ry  o f t e s t s ;  th a t  i s ,  th e  Wonderlic Personnel
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T est; the Study of VaLues by A lp o rt*  Vernon* and Lindzey; and the  
Kuder Preference Record* Vocational Form CH* these scores were then  
p ro p erly  en tered  fo r  each Senior S ecretary  p a r tic ip a tin g  in  the  
study . The Senior S e c re ta rie s  had been separated in to  two groups* 
"More Successfu l” and nLess Successfu l11 on the b asis  of th e i r  pro­
fe s s io n a l success as measured by the "C onfidential Achievement 
R ating” sc a le .
The two kinds of d a ta , t e s t  scores and p ro fess io n a l performance 
resu lts*  were worked in to  ta b le s  fo r  ap p lica tio n  of th e  ”t ” technique 
(see Appendix B). The " t ” technique method chosen was the  d iffe rence  
between two means (mean ra tin g s  of th e  "More Successful” and "Less 
Successful” groups) -  separa te  group variance -  sample groups -  
equal s iz e  as o u tlin ed  by W ert, Neidt* and Ahmann (6, pp. 129-132).
The ”t ” value was obtained fo r th e  “More Successful" and the  
"Less Successfu l” groups by use o f th e  formula:
The 211? fo r  each group was obtained from th e  formula
^ X 2 = 2 X 2 -  (S X )2
N
The ”t ” values were then compared w ith  th e  tab led  values o f “t ” to  
de tem ine  w hether th ere  ex is ted  s ig n ifican ce  a t  th e  5 p e r cen t le v e l 
fo r  consequent re je c tio n  or n o n -re jec tio n  of th e  n u ll  hyp°tile s is  *
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SUMMARY
The purpose of t h i s  study i s  to  compare th e  p ro fess io n a l 
performance o f Y.M.C.A. Senior S e c re ta rie s  and t h e i r  in te llig e n c e , 
personal v a lu es , and in te re s ts*
The Senior S ecre ta ries  were divided in to  "More Successful" 
and "Less Successful" groups on th e  b a s is  of ra tin g s  received  on 
the  Y.M.C.A. standard "C onfidential Achievement Rating" sc a le .
Each Senior Secretary  was given th re e  t e s t s :  the Wonderlic
Personnel T estj the  Study o f Values by A llp o rt, Vernon, and 
Lindzey; and th e  Kuder Preference Record, Vocational Form CH.
Each one thus had a score on each of th e  following c h a ra c te r is t ic s :
1 . In te llig en ce
2 • Personal Values
(a) T heore tica l
(b) Economic
(c) A esthetic
(d) S oc ia l
(e) P o l i t ic a l
( f ) R eligious
3. In te re s ts
(a) Outdoor
(b) Mechanical
(c) Computational
(d) S c ie n tif ic
(e) Persuasive
(f)  A r t is t ic
(g) L ite ra ry
(h) Musical
( i )  S oc ia l Service 
( j )  C le r ic a l
The mean sco res o f  the  "More Successful" and th e  "Less 
Successful" groups on each o f th e  mentioned c h a ra c te r is t ic s  were 
compared by means o f th e  " t"  t e s t .
CHAPTER 17
RESULTS
The problem undertaken in  th is  study  was to  f in d  i f  th e re  is  
a re la tio n sh ip  between p ro fessio n a l performance o f I.M.C.A. Senior 
S ec re ta rie s  and th e ir  in te llig e n c e , personal values, and in te re s ts*  
One hundred and four t e s t  b a tte r ie s  and seventy e ig h t of the  
"C onfidential Achievement Rating" sc a le s  were obtained. The study 
was lim ited  by the  time involved by the  N ational Council o f  Young 
Men1 s C h ris tian  A ssociations in  p reparing  the "C onfidential 
Achievement Rating" s c a le s . Even w ith th i s  problem involved, a 
seventy-two p e r cen t re tu rn  was experienced.
In t h i s  chapter th e  follow ing to p ic s  w i l l  be discussed:
1. Comparison o f th e  in te llig e n c e  of th e  
"More Successful" and the "Less 
Successful" Senior S e c re ta r ie s .
2. Comparison o f the  personal values o f 
the  "More Successful" and th e  "Less 
Successful" Senior S e c re ta r ie s .
3* Comparison o f th e  in te re s ts  of the  
"More Successful" and the "Less 
Successful" Senior S e c re ta r ie s .
INTELLIGENCE
This se c tio n  p resen ts  a comparison of th e  in te llig e n c e  o f  the 
"More Successful" and th e  "Less Successful" Senior S e c re ta rie s .
The Wonder l i e  Personnel Test was used to  measure in te llig e n c e .
Table I I  summarizes th e  r e s u l ts .
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TABLE II
Comparison o f In te llig e n c e  of "More Successfu l" 
and "Less Successfu l” Senior S ec re ta ries  
as Measured by the Wonderlic Personnel Test
Mean Raw Scores " t"
"More S uccessfu l” "Less S uccessfu l11
28.205 26.205 1.333
Value o f " t"  required f o r  5% le v e l o f s ig n ifican ce  is  
1.991.
Table I I  may be used as fo llow s: the mean raw score o f th e
"More Successful” group of Senior S ec re ta ries  on the Wonderlic 
Personnel Test is  28.205$ the mean raw score o f the  "Less Successful” 
group is  26.205$ th e  obtained value o f " t ” i s  1.333*
Since th e  obtained value of ”t ” (1*333) i s  le s s  than th e  value 
o f ”t "  requ ired  fo r  th e  $% le v e l of confidence (1.991)* i t  i s  seen 
th a t  there  i s  not a s ig n if ic a n t d iffe ren ce  between the  average 
in te llig e n c e  of th e  "More Successfu l” and the "Less Successful”
Senior S ec re ta ries  as measured by th e  Wonderlic Personnel T est.
That i s ,  th e  "More Successful" Senior S ec re ta rie s  do not appear 
to  be more in te l l ig e n t  than th e  "Less Successfu l” ones.
Wonderlic (7* Table I ,  p . 6) in d ica tes  th a t  a score o f  28-29 com­
pares w ith  a p e rc e n tile  ranking  o f 38*5 fo r  m ales, ages 20- 30, w ith  
four years of college$ and a score  of 26-27 compares w ith  a  p e rc e n tile  
ranking o f 21;.0 fo r  th e  same group. For a l l  educational le v e ls  the 
p e rc e n tile  ranking fo r  the  Wonderlic score o f 26-27 is  67*3 and fo r  
a  score of 28-29 the ranking i s  76 .2 .
22
PERSONAL VALUES
This sec tion  p resen ts  comparisons of th e  personal values of 
th e  “More Successful1* and th e  "Less Successful" Senior S e c re ta r ie s . 
The A llp o rt, Vernon, and Lindzey Study of Values was used to  measure 
personal va lu es. Table I I I  summarizes the  r e s u l ts .
TABLE I I I
Comparison o f Personal Values o f "More Successful" 
and "Less Successful" Senior S ecre ta ries  
as Measured by th e  All p o r t , Vernon, Lindzey Study of Values
Mean Raw Scores
Values
"More
Successful"
"Less
Successful"
tit"
T heore tica l
Economic
S ocia l
P o l i t ic a l
Religious
A esthetic
37-7Wt
38.077
ltl.!l23Uo.iia
k9.n5
33.5oo
38.026 
37.X5U 
1|1 .1*10 
37.7X8 
51.769 
33.923
0.181
0.627
0.013
1 . 7U2*
1.507
0.275
Value o f " t"  requ ired  fo r  5$ le v e l of sign ificance  i s  1.991 
^ S ig n ifican t a t  10$ le v e l of confidence
Table I I I  may be read  as fo llow s: in  the  T heore tica l area o f
values th e  mean raw score o f  th e  "More Successful” group is  37.7UU; 
th e  mean raw score  o f the  “Less Successful" group i s  38.026. The 
value “t "  -  0.181 is  below the  value " t"  -  1.991 th a t  i s  required  
fo r s ig n ifican ce  a t  th e  5% le v e l  o f confidence. Since the  obtained 
value o f “t "  (0.181) i s  below th e  value o f “t "  requ ired  f o r  the  5% 
le v e l o f  confidence (1.991)? i t  i s  seen th a t  th e re  i s  not a s ig n i­
f ic a n t  d iffe rence  between th e  mean T heore tica l scores o f  the
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"More Successfu l11 and th e  "Less Successful" Senior S e c re ta rie s ,
That i s ,  n e ith er group is  s ig n if ic a n t ly  more in c lin ed  toward 
T heoretical values than th e  o th e r.
I t  is  to  be seen th a t  none of th e  " t ’s" l i s te d  in  Table I I I  
a re  large  enough to  in d ica te  d iffe ren ces th a t  a re  s ig n if ic a n t a t  
the  lev e l o f confidence. The value o f " t"  -  l,7 ii2  fo r  the  a rea  
o f P o l i t ic a l  values is  s ig n if ic a n t  a t  th e  10$ le v e l o f confidence. 
While the  d iffe rence  between the  two groups i s  not s t a t i s t i c a l l y  
s ig n if ic a n t in  th e  s t r i c t  sense , th e re  i s  a suggestion th a t  the  
"More Successful", Senior S ec re ta rie s  tend  to  be more s trong ly  
o rien ted  toward P o l i t ic a l  values than do the "Less Successful" 
ones. A llp o rt, Vernon, Lindzey (1, p . lit)  s ta te :
"The p o l i t i c a l  man i s  in te re s te d  p rim arily  
in  power. His a c t iv i t ie s  a re  n o t n ecessa rily  
w ith in  the  narrow f i e l d  o f  p o l i t i c s .  . . .
Leaders in  any f i e ld  generally  have high power 
value. Since com petition and strugg le  p lay  a 
la rge  p a r t  in  a l l  l i f e ,  many philosophers have 
seen power as th e  most u n iv e rsa l and the  most 
fundamental o f m otives. . . . "
There appears to  be no s ig n if ic a n t  d iffe ren ce  between 
"More Successful" and "Less Successful" Senior S ec re ta rie s  in  th e i r  
o rie n ta tio n  toward T heore tica l, Economic, S o c ia l, A esth e tic , and 
Religious values.
INTERESTS
This section  p resen ts  comparisons o f th e  in te re s ts  o f ihe 
"More Successful" and the  "Less Successful" Senior S e c re ta rie s .
The Kuder Preference Record was used to  measure in te r e s ts .  Table IV 
summarizes th e  r e s u l ts .
2k
TABLE IV
Comparison of In te re s ts  of "More Successful" 
and "Less Successfu l" Senior S ec re ta ries  
as Measured by th e  Kuder Preference Record
Mean Raw Scores n t“
"More "Less
I n te r e s t s S uccessfu l" S uccessfu l"
Outdoor 37.U87 1*0.051 0.81*2
M echanical 31.128 31J.179 1.093
Com putational 23-897 22.051 0.719
S c ie n t i f ic 31.308 31-1*87 0.080
Persuasive 51.333 1*1*.282 2.259*
A r t is t ic 18.231 22.923 2.371**
L ite ra ry 23.128 18 . 561* 2.61*5**
M usical 11.308 U*.o5l 2 . 170*
S o c ia l S erv ice 61.179 58.1*36 1.205
C le r ic a l 39.821 U l.333 0.51*1
Value o f " t"  requ ired  fo r  5% le v e l o f s ig n ifican ce  i s  1.991 
Value of " t"  required  fo r  1% le v e l o f s ig n ifican ce  is  2.6k l  
■ Significan t a t  $% le v e l o f confidence 
■ ^S ignificant a t  1% le v e l o f confidence
Table IV may be read ,as  fo llow s: in  the Outdoor in te r e s t  the
mean raw score o f  th e  "More Successful" group i s  31*k&7i the mean 
raw score o f  the  "Less Successful" group is  1*0.0S>1. The value of 
" t"  -  0.81*2 is  below th e  value " t"  -  1.991 th a t  i s  requ ired  fo r  
s ig n ifican ce  a t  th e  $% le v e l o f confidence. Since th e  obtained value 
o f " t"  (0.81*2) i s  below the value o f " t"  requ ired  fo r  the  $% lev e l 
of confidence (1.991)* i t  i s  seen th e re  i s  not a s ig n if ic a n t  d i f f e r ­
ence between the  mean Outdoor scores of the  "More Successful" and 
the  "Less Successful" Senior S e c re ta r ie s . That i s ,  n e ith e r  group 
i s  s ig n if ic a n t ly  more in c lin ed  toward outdoor in te re s ts  than the  
o th e r.
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I t  i s  also to  be seen th a t  the  " t 's "  l i s te d  in  Table IV fo r 
the  Mechanical, Computational, S c ie n t if ic ,  S ocial Serv ice , and 
C le r ic a l in te re s ts  a re  not la rg e  enough to  in d ica te  d ifferences 
th a t  a re  s ig n if ic a n t a t the  lev e l o f confidence. The " t"  values 
of 2*259 fo r  Persuasive, 2.37k  fo r  A r t i s t ic ,  2.61*5 fo r  L ite ra ry , 
and 2.170 fo r  Musical in te r e s ts  a re  s ig n if ic a n t  a t th e  $% lev e l o f 
confidence* That i s ,  th e  "More Successfu l1* Senior S ec re ta ries  appear 
to  be more in te re s te d  in  Persuasive and L ite ra ry  a c t iv i t ie s  than are  
the  "Less Successfu l1* S e c re ta rie s . The "Less Successfu l1* S ec re ta rie s  
appear to be more in te re s te d  in  A r t is t ic  and Musical a c t iv i t ie s  than  
are th e  "More Successful** S e c re ta r ie s . There appear to  be no s ig ­
n if ic a n t  d iffe ren ces in  th e  in te re s ts  o f th e  "More Successful" and 
"Less Successful" Senior S ec re ta rie s  in  Outdoor, Mechanical, Compu­
ta t io n a l ,  S c ie n t if ic ,  Social Serv ice , and C le r ic a l a c t iv i t ie s .
SUMMAiff
The purpose o f  th is  study i s  to  compare the  p ro fessio n a l per­
formance o f Y.M.C.A. Senior S ec re ta rie s  and th e i r  in te llig e n c e , 
personal values, and in te r e s ts .
The Senior S ec re ta rie s  were d iv ided  in to  two groups on th e  
b a s is  of t h e i r  p ro fess io n a l performance as achieved on the  
"C onfidential Achievement Rating" s c a le ; th a t  i s ,  th e  "More 
Successful" and th e  "Less S uccessfu l."
In te llig en ce  was measured by th e  Wonderlic Personnel T est, 
and no s ig n if ic a n t d iffe rence  was found between th e  two groups.
Personal values were measured by th e  A llp o rt, Vernon, and 
Lindzey Study of Values w ith  th e  r e s u l t  th a t  no s ig n if ic a n t
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d iffe rence  was found between th e  ’’More Successful0 and th e  "Less 
Successful11 groups in  the  values of T heore tica l, Economic, S ocial, 
R elig ious, and Aesthetic* A d iffe ren ce  approaching s t a t i s t i c a l  
s ig n ifican ce  (S ig n ifican t a t  th e  10$ le v e l o f confidence) in  
P o l i t ic a l  values suggests th a t  “More Successful” Senior S ecre ta ries  
tend to  d e s ire  and work fo r  personal power more than do ’’Less 
Successfu l” ones*
In te re s ts  were measured by the  Kuder Preference Record w ith 
th e  r e s u l t  th a t  no s ig n if ic a n t d ifference  was found between the 
’’More Successfu l” and th e  ”Less Successful” groups in  th e  Outdoor, 
Mechanical, Computational, S c ie n t if ic ,  Social Serv ice, and C le r ic a l 
a c t iv i t i e s .  The Persuasive and L ite ra iy  a c t iv i t ie s  are  s t a t i s ­
t i c a l l y  s ig n if ic a n t  a t  th e  $% le v e l; th e  ”Mbre Successfu l” Senior 
S e c re ta rie s  were in te re s te d  in  these  a c t iv i t ie s .  S ignificance is  
a lso  found a t  the  5% lev e l o f confidence fo r  the  A r t i s t ic  and 
M usical in te r e s ts ;  however, in  th ese  a c t iv i t ie s  the ”Less Successful” 
Senior S ec re ta rie s  have h igher mean scores than the “More Successful” 
ones*
CHAPTER V
SUMMARY AND CONCLUSIONS
This chapter p resen ts a summary of? the puipose o f th is  
study; the  methods used in  the  study; the r e s u l ts  and th e  conclu­
sions drawn from the r e s u l ts ;  suggestions fo r  fu tu re  research*
PURPOSE
The purpose o f t h i s  study was to  measure th e  re la tio n sh ip , i f  
any, between th e  p ro fess io n a l performance of Y.M.C.A. Senior 
S e c re ta rie s  and fa c to r s  of th e i r  in te l l ig e n c e , personal va lues, 
and in te r e s ts .
METHODS
Seventh-eight Senior S e c re ta rie s  in  tw enty-three Young Men’s 
C h ris tian  A ssociations of varying s iz e s  were included in  t h i s  study . 
The study was nationwide in  scope, th e  asso c ia tio n s were geographi­
c a l ly  d ispersed , and they were o f varying s iz e s .
The Wonderlic Personnel T est was se lec te d  to  measure i n t e l l i ­
gence. The Study o f Values by A llp o rt, Vernon, and Lindzey was 
se lec ted  to  measure personal va lues. In te re s ts  were determined by 
the Kuder Preference Record. P ro fessiona l Success was measured by 
the N ational Council o f Young Men’s C h ris tia n  A ssoc ia tions1’Confi­
d e n tia l  Achievement Rating” s c a le .  The t e s t s  were assembled in  
one b a tte ry  w ith  in s tru c tio n s  to  th e  persons adm inistering th e
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t e s t s  and forwarded to  the  Y.M.C.A, se lec ted  fo r  study. The te s ts  
were adm inistered and returned  to  the w r ite r  fo r  scoring, tab u la tio n , 
and study.
The N ational Council of Young Men's C hristian  Associations 
tab u la ted  the  "C onfidential Achievement Rating" scales on a l l  the  
Senior S ec re ta ries  included in  the study. P rofessional performance 
was determined on the  basis of these sc a le s , and th e  t o t a l  ra tin g s  
were divided in to  two groups: the "More Successful" and the  "Less
S uccessfu l."  The " t"  technique was app lied  to  find th e  re la tio n ­
ship between th e  t e s t  r e s u l ts  o f the "More Successful" and the 
"Less Successful" Senior S e c re ta rie s .
RESULTS
1. The "More Successful" Senior S e c re ta rie s  tend to  be more 
in te re s te d  in  l i t e r a r y  a c t iv i t ie s  than a re  the  "Less Successful" 
S ec re ta rie s  (1# le v e l o f confidence .).
2. The "More Successful" Senior S ec re ta ries  tend to  be more 
in te re s te d  in  persuasive  a c t iv i t ie s  than  a re  the  "Less Successful" 
S e c re ta rie s  {$% le v e l of confidence).
3. The "Less Successful" Senior S ec re ta rie s  tend to  be more 
in te re s te d  in  a r t i s t i c  a c t iv i t ie s  than  a re  the  "More Successful" 
S e c re ta rie s  ($% le v e l o f confidence).
U. The "Less Successful" Senior S ec re ta rie s  tend to  be more 
in te re s te d  in  m usical a c t iv i t ie s  than  are th e  "More Successful" 
S ec re ta rie s  {$% le v e l o f confidence).
There i s  a very s l ig h t  suggestion , not s ig n if ic a n t in  the  
s t a t i s t i c a l  sense , th a t the  "More Successful" Senior S ec re ta ries  are
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more in te re s te d  in having power over others than  the  “Less Successfu l11 
S ec re ta ries  (10$ le v e l o f confidence).
The t r a i t s  on "which s ig n ifican ce  was found im plies th a t a d is ­
t in c t  d ifference  does e x is t  between "More Successful" and "Less 
Successful" Senior S e c re ta r ie s . These w ere a l l  on th e  Kuder Preference 
Record in  the  in te re s ts  of Persuasive, A r t i s t ic ,  L ite ra ry , and Musical 
a c t iv i t ie s .  The "More Successful" Senior S ec re ta ries  tend to  be more 
in te re s te d  in  Persuasive and L ite ra ry  a c t iv i t ie s  and le s s  in te re s te d  
in  A r t is t ic  and Musical a c t iv i t ie s  than the  "Less Successful" ones.
Perhaps the nature of h is work requ ires  a successfu l Y.M.C.A. 
Senior S ecre tary  to  be pe rsuasive . He is  requ ired  to  organize, p lan , 
and co n tro l fo r a v a rie ty  of groups o f people, both organized and 
unorganized. The f a c t  th a t  the  "More Successful" Senior S ec re ta ries  
tend toward P o l i t ic a l  values on th e  Study of V alues, seems to  be r e ­
la te d  to  the Persuasive in te r e s t .  The g rea t in te re s t  o f the "More 
Successful" Senior S ec re ta ries  in  L ite ra ry  in te re s ts  (found to  be 
s ig n if ic a n t a t th e  1% le v e l of confidence) is  more c lo se ly  re la te d  
to  the Persuasive and P o l i t ic a l  in te re s ts  than i t  f i r s t  appears to  
be . I t  may be th a t  extensive reading and a deep in te r e s t  in  i t  i s  
why the  successfu l Secretary  i s  r e a l ly  successfu l.
SUGGESTIONS FOR FURTHER RESEARCH
I t  is  se lf-ev id en t th a t  more research  needs to  be done in  the  
f ie ld  of psychological te s t in g  to  a sc e rta in  whether t e s t s  can be suc­
c e ss fu lly  used to  p re d ic t  whether an incoming T.M.C.A. S ecretary  w i l l  
be a successfu l one. This p ro p o sitio n  implies th a t  th e  research  could 
w ell r e s u lt  in  th e  se le c tio n  and use o f a  b a tte ry  o f te s ts  to  s e le c t 
Y.M.C.A. S e c re ta rie s , and thus e lim ina te  the  candidates who are 
p o te n t ia l ly  weak.
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The "C onfiden tial Achievement Rating" sca le  used to  measure 
job performance of th e  Y.M.C.A* Secretary  i s  the c u rre n tly  accepted 
way o f measuring how w ell th e  S ecre tary  performs • The "C onfidential 
Achievement Rating" sca le  has never been v a lid a ted  and, consequently, 
lends i t s e l f  to  re sea rch . C losely  assocated w ith  th is  problem, th e  
opportun ity  fo r  resea rch  p resen ts i t s e l f  in th e  use o f some o ther 
c r i t e r i a  fo r  job success . The a t t r ib u te s  possessed by those who 
remain w ith  th e  Association u n t i l  re tirem ent as compared w ith  the  
a t t r ib u te s  o f those who leave th e  A ssociation early  in  th e i r  employ­
ment would make an in te re s tin g  study.
The "More Successful" Senior S ec re ta rie s  being more in te re s te d  
than  th e  "Less Successful" one in  L ite ra ry  a c t iv i t ie s  a t th e  1% 
le v e l  of confidence suggests th a t  research  in to  th e  reading h a b its  
o f Y.M.C.A. S ec re ta rie s  would be in te re s tin g  and worthwhile.
The data  c o lle c te d  in  th is  study could be used fo r  fu r th e r  
resea rch . An in te re s tin g  research  problem would be to  compare th e  
p ro fess io n a l performance o f th e  top o n e -th ird  w ith th a t  of the  
bottom o n e-th ird . Obviously, th e re  are o th er s t a t i s t i c a l  techniques 
which could be app ropria te ly  app lied  to  the  da ta  produced by th is  
study .
From a p ra c t ic a l  view point, i t  i s  considered th a t  th is  study 
i s  an im portant one. The Young Men’s C h ris tian  A ssociation i s  
in te rn a tio n a l in  scope and has an extremely important ro le  in  
so c ia l se rv ice  a c t iv i t i e s .  Senior S e c re ta rie s  are  the  recognized 
leaders in  the  Y.M.C.A. movement, and in  th e  communities where 
Y.M.C.A. ?s are  located  the  S e c re ta rie s  have a d esirab le  in fluence 
on the  people w ith in  th e  coinmunities. This study w ith  i t s
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s ig n if ic a n t  find ings w i l l  appeal to  o th e r  so c ia l agencies, govern­
m ental bodies, and p r iv a te  industry  in  studying what t r a i t s  are  
possessed by th e i r  execu tives, managers, and o th er supervisory 
personnel. With the emphasis today on human re la t io n s , th e  se le c tio n  
o f people who supervise the  e ffo r ts  o f o thers i s  very  im portant.
B I B L I O G R A P H Y
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August 11 , 1953
Dear
We are now working on a l i t t l e  p ro je c t  th a t  i s  r ig h t  down 
your 51 a lle y ” and i t  should be very in te re s tin g  to  you* We hope 
very much th a t  you w i l l  be ab le  to  help us with i t  and a c tu a lly  
a l l  i t  w i l l  take  is  about one and one-half hours o f your time*
The re s u lts  o f t h i s  p ro je c t should be b e n e f ic ia l no t only to  
your A ssociation but to  th e  e n tire  movement*
C ecil McGee and m yself, from Omaha, are cooperating on a 
n a tio n a l study in  the  f i e ld  o f personnel. Our plan has received  
the b lessing  and cooperation of Dick Lancaster and C liffo rd  Carey 
from our n a tio n a l s t a f f ,  and we a re  working c lo se ly  w ith them so 
th a t our f in a l  re s u l ts  w il l  be usable by the e n tire  Y.M.C.A. The 
plan i s  to  check th e  re la tio n sh ip  between job success o r f a i lu re  
and th e  in te llig e n c e , p e rso n a lity , and in te r e s ts  o f Y.M.C.A. 
S e c re ta r ie s . We w ill  use th e  Wonderlic In te llig e n ce  T est, th e  
Allport-Veraon Study of Values (p e rso n a lity ) , and th e  Kuder 
Vocational In te re s t  T est. I t  w i l l  be necessary to  give th is  
b r ie f  b a tte ry  of t e s ts  to  100 ”Y” S ec re ta rie s  across the  nation . 
F if ty  of these men w i l l  come from A ssociations employing more than 
ten  s e c re ta r ie s ; 25 o f the men w i l l  be  from one and two men s ta f f s ,  
and th e  balance w i l l  come from some o ther sm all A ssociations. We 
propose to  have f iv e  large  A ssociations give the b a tte ry  o f te s ts  
to  ten  S e c re ta rie s . I f  th e  te n  men can be assembled a t  one tim e, 
the job can be done in  about one hour and twenty m inutes. We 
would l ik e  fo r  S t. Louis to  be one o f the  f iv e  la rg e r  A ssociations, 
and we a re  in  hopes th a t  you w i l l  take th e  re sp o n s ib ili ty  o f admin­
is te r in g  the  t e s t s .  Each of these  te s t s  may be given q u ite  e a s ily , 
and complete in s tru c tio n s  w ill  accompany them. We w i l l  send you 
everything th a t is  necessary to  complete the  job and a c tu a lly , i t  
w i l l  not be too d i f f i c u l t  i f  you can f ig u re  a way to  ge t ten  of 
your men toge ther a t  one tim e. T hat’s a ll  th e re  is  to  i t ,  as th e  
ra tin g s  o f  th e  men w il l  be taken from the Area and N ational f i l e s .
Please l e t  me know i f  you can help us on th is  p ro jec t and 
we w i l l  forward you the t e s t s  sometime during September. The study 
re s u l ts  w i l l  be mailed to  a l l  p a r t ic ip a tin g  A ssociations and might 
be of value to  you in  the  fu tu re  se le c tio n  o f men.
S incere ly ,
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November 19> 19$3
Dear
Ten b a t te r ie s  o f t e s t s  w ere forwarded to  you today fo r  use 
w ith  Senior S ec re ta rie s  on your Los Angeles s t a f f .  There i s  a s e t  
o f complete in s tru c tio n s  w ith  each b a tte ry  of t e s ts ;  however, the 
in s tru c tio n s  should be considered by y o u rse lf or the d ire c to r  of 
your counseling program before showing them to th e  ind iv iduals 
th a t  w il l  p a r t ic ip a te  in  th e  study . Whoever adm inisters the t e s t s  
should go over them c a re fu l ly  p r io r  to  adm in istration  of the  t e s t s ,  
and I ’m sure you’l l  have no d i f f ic u l ty .
Each b a tte ry  of th re e  t e s t s  i s  numbered and th e  th re e  te s ts  
taken by any one ind iv idua l should bear th e  same number. A fter 
the te s ts  have been adm inistered, a l l  you have to do i s  ship them 
back to  us fo r  grading and rep o rtin g . Be sure  th a t  each person 
tak ing  the  te s ts  signs h is  name to  each of them. I  hope th a t  
you’l l  be ab le  to  have them completed in  the near fu tu re , as I  
only purchased 25 o f the Kuder manuals; th e re fo re , I  can only 
have 25 b a tte r ie s  out a t  one tim e, and must w a it u n t i l  they re tu rn  
to  proceed w ith a d d itio n a l a sso c ia tio n s .
One f in a l  req u est, p lease  ask each of your men to  w rite  under 
h is  name on th e  Wonderlic Test the l a s t  year th a t he has completed 
in  co lleg e . We are  toying w ith  the idea  o f re la tin g  education to  
job success along w ith  the  o ther item s.
Thank you very much fo r  your help on th is  m atter. I  know 
th a t  i t  i s  a l o t  of troub le  and something you would ju s t  as soon 
not do. However, i f  th e  find ings are  s ig n if ic a n t , maybe i t  w ill  
be worthwhile, and maybe i t  w i l l  help us to  do a b e tte r  job of 
se le c tio n  in  the  fu tu re .
S incere ly ,
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YMCA NATIONAL STUDY 
JOB PERFORMANCE OF YMCA SECHETARIES 
RELATED TO FACTORS OF THEIR INTELLIGENCE, PERSONALITY, AND INTERESTS
Mr* Secretary :
Thank you fo r  Ind ica ting  th a t  you w i l l  cooperate w ith  th is  
study. Your p a r t ic ip a tio n  w il l  do th e  follow ing th ings j
1* I t  w il l  give you an opportunity  to  ob ta in  an 
o b jec tiv e  evaluation  of your s t a f f  members.
2. I t  w i l l  help th e  N ational YMCA analyze measuring 
devices fo r se le c tin g  YMCA S e c re ta r ie s .
3. The study w i l l  add to  th e  f i e ld  of s c ie n t i f i c  re ­
search by id en tify in g  what c h a ra c te r is t ic s  are  
inheren t in th e  f i e ld  of lea d e rsh ip .
This study w i l l  a ttem pt to  find  th e  d iffe ren c e s , i f  any, be­
tween th e  varying degrees of success o f YMCA Senior S ec re ta rie s  and 
fa c to rs  of t h e i r  in te llig e n c e , p e rso n a lity , and in te r e s ts .
You w il l  co n trib u te  to  th i s  study by adm inistering  th e  easily- 
given b a tte ry  o f t e s t s .
Steps to  follow :
1. Read a l l  in s tru c tio n s  person a lly  and look a t  
te s ts  so th a t  you understand th e  p la n , before 
meeting w ith persons th a t  are to  takethe  t e s t s .
2. Give each person th a t i s  to  take  th e  t e s t s  a t e s t  
packet. Caution them not to  open the Wonderlic T est.
3* Have them sig n  th e i r  f a l l  names on the  outside of 
each t e s t .
k» Proceed w ith th e  t e s t s  follow ing c a re fu lly  the  
in s tru c tio n s  fo r  each one.
5* A ll t e s ts  can be given to  s everal persons a t  one 
tim e.
6. Take up the t e s t s  as each i s  completed. Check to  
see th a t  each i s  signed. Forward completed t e s ts  to :
A1 Hummel, A sst. Gen. Secy.,
Downtown Y.M.C.A.,
17th and Harney S tre e ts ,
Omaha, Nebraska.
7. Use p e n c il f o r  Wonderlic Test and Allport-Yernon 
T est, as co rre c tio n s  a r e  p e rm iss ib le .
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INFORMATION AND INSTRUCTIONS FOR ADMINISTERING BATTERI OF TESTS
Wonderlic Personnel Test
NOTE: — This i s  a time t e s t .  Persons tak ing  th is  t e s t  should not 
look a t  the questions u n t i l  in s tru c tio n s  have been given 
and th e  tim er says s t a r t .
A fter passing  out the  t e s t ,  the  examiner says, “Read the  f i r s t  
page c a re fu lly  and work the  sample problem s. Do not tu rn  th e  page 
u n t i l  you a re  to ld  to  do s o .“ A fter those being te s te d  have had 
an opportunity  t o  work each of th e  samples and read a l l  the d ire c ­
t io n s  on th e  f i r s t  page, th e  examiner should ask i f  everyone under­
stands the way in  which they  are  to  work. He then says, nTou w il l  
have ex ac tly  12 minutes in  which to  answer as many problems as you 
can. You probably w il l  not be able to  f in is h  a l l  o f  them. Work 
as c a re fu lly  as you can, b u t do no t spend too much on any one prob­
lem. I  w i l l  stop  you a t  th e  end of 12 m inutes. Begin nowJ“ Use 
stop watch o r a watch w ith  sweep second hand. W rite down the  
s ta r t in g  and stopping tim e. Any v a ria tio n  on time voids th is  t e s t .
In  add ition  to  these  d ire c tio n s ,  some examiners f in d  i t  help­
f u l  to  read aloud the paragraph of in s tru c tio n s  on th e  f i r s t  page 
o f each form, which begins, “The t e s t  contains 50 questions • . •
Do not spend too much time on any one problem . . . ”
A fter those  tak ing  th e  t e s t  begin  working, th ey  a re  not to  be 
in te rru p ted  u n t i l  ex ac tly  12 minutes have elapsed. At th e  end o f 
12 m inutes, a l l  papers a re  c o llec ted  fo r  scoring .
Study o f Values
A. The Study of Values i s  se lf-ad m in is te rin g . I t  i s  not ab­
so lu te ly  necessary to  give verbal in s tru c tio n s  to  th e  persons; 
however, spec ia l caution regard ing  one fe a tu re  o f P a r t I  and one 
fea tu re  of P art I I  should be g iven . In  P a rt I ,  th ree  p o in ts  are 
to  be divided fo r  each question  between Item A and Item B as you 
choose—0-3, 1-2 , 2-1, o r 3-0* Si P a rt I I  the f i r s t  choices 
(h ig h est value judgment) should be given a  score o f U, the  lowest 
a score o f 1. There are fo u r items to  be ra ted  fo r  each question 
in  P a rt I I ,  a l l  fo u r must be given a sco re—k-3-2-1 . See 
in s tru c tio n s .
B - l . I t  i s  advisable to  give P a r t I  f i r s t  and l e t  th e  person 
o r persons ta k in g  th e  t e s t  complete P a r t I  before ta lk in g  about 
P a rt I I .  Therefore, have a l l  concerned read  in s tru c tio n s  to g e th er 
fo r  P a rt I  (on th e  cover). Discuss in s tru c tio n s  and be sure every­
one understands them. They may now proceed to  answer items in  
P a rt I .
B-2. There i s  no time l im i t .
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6 -3 « Every question  must be answered as p e r In s tru c tio n s .
When a l l  have completed P a rt I , read  to g e th er in s tru c tio n s  fo r  
P a rt I I  on page 6. D iscuss in s tru c tio n s  and complete t e s t .
Kuder P reference Record  ^ V ocational Form CH
1. The te s t  is  se lf-a d m in is te rin g . D irec tions exp lain ing  how­
to  mark th e  answers are given in  th e  t e s t  book let. Persons tak in g  
th e  te s t  a re  given copies o f th e  booklet and to ld  to  read  th e  d ire c ­
tio n s . Have everyone read in s tru c tio n s  and then ask fo r questions
or d iscu ssio n . Be su re  everyone understands th e  method o f c o rre c tin g  
e rro rs  and im portance o f punching clean  deep ho les, i'hey then  
proceed to  mark th e ir  p referen ces fo r th e  various a c t iv i t ie s .
2. There is  no tim e lim it.
3. The person adm inistering  th e  t e s t  should watch th e  su b jec ts  
c a re fu lly  during th e  f i r s t  few m inutes to  see th a t th e  p ins a re  
being used c o rre c tly , and to  make sure th a t each su b jec t is  marking 
one f i r s t  choice and one l a s t  choice in  each group o f 3 a c t iv i t ie s .
l*o
TABLE V
PROFESSIONAL PERFORMANCE RATINGS 
"More S uccessfu l ** Group
Code Items   T otal
1 2 3 k 5 6 7 8 9 10 11
71 9.2 9.1* 8.0 8.0 6.8 7.2 8.0 9.U 6 .8 9.0 8.2 90.0
1*9 8.6 8.6 9.3 8.6 8.7 9 .3 8.9 8.9 9.0 9.7 9.3 98.9
115 9.0 9.1* 8.7 8.7 8.3 8.7 8.9 9.0 7.9 9.1* 8.6 96.6
6 9 8.9 8.2 8.6 9.2 8.6 8.5 9.1 9.0 8.1 8.9 8.9 96.0
100 8.8 9.1 8.1* 8.8 8.3 8.3 9.0 8.6 8.2 9.1* 9.0 95.9
9$ 8.7 8.1* 9.0 9.1 8.7 8.8 8.8 8.1 8.5 9.0 8.7 95.8
1*7 8.2 8.5 9.2 9.0 9.0 8.6 8.2 8.8 8.1* 9.2 8.6 95.7
61 8.3 7.3 '8.5 9 .1 8.1* 8.1* 9.0 9.0 8.9 9-6 8.9 95.1*
121* 8.1* 8.9 9.0 9.0 8.6 8.9 8.6 8.9 8.1 8.1 8.1 9l*-6
126 8.5 8.1 8.1 8.6 8.8 8.1 8.9 8.5 8.5 9.3 9.0 9l*.k
89 9.2 7.2 9.2 8.7 8.5 7.8 8.3 8.7 8.2 9.3 9.0 91*.1
11 8.2 8.6 8.8 8.8 8.2 8.1* 8.8 8.8 8.0 8.8 7.8 93.2
8 9.2 8.1* 8.1* 7.6 6.2 9.0 8.8 8.8 8.8 9.1* 8.3 92.9
23 9.0 8.2 7.8 8.8 8.3 8.0 8.5 8.7 8.3 9.0 7.7 92.3
101* 8.6 9.1 8.1 8.3 7.8 7.5 8.3 8.6 8.3 8.9 8.6 92.1
97 7.9 8.7 8.1i 8.8 8.0 8.0 8.1 8.1* 8.2 9.0 8.5 92.0
58 8.1* 7.8 8.0 8.1* 7.9 8.1 8.5 8.9 7.8 9.1* 8.6 91.8
111 8.6 8.2 8.1* 8.1* 7.2 8.0 8.0 8.6 7.8 9-0 8.1* 90.6
116 8.2 8.3 8.0 8.5 8.2 7.8 8.2 8.2 7 .5 9.0 8.6 90.5
60 8.1* 8.1* 8.1* 7.9 7.9 8.1 8.1* 8.1* 7.6 8.1* 8.1 90.0
32 8.0 8.7 9.0 9.1 8.7 8.3 9.0 8.6 7.6 9.0 8.8 9i*.8
81 9.0 8.3 8.2 8.8 8.0 8.5 8.7 9.0 7.7 9.3 8.6 91* .1
119 8.2 6.6 6 .8 9.2 8.8 9.1* 8.1* 8.2 8.1* 9.2 9.2 92.1*
29 8.6 7.8 8.2 8.6 7.8 8.1* 8.1* 8.8 8.0 8.1* 8.2 91.2
27 8.6 8.0 8.7 8.5 8.7 9.0 9.3 8.6 8.9 9.1 9 .3 96.7
52 8.5 6.8 9.0 8.8 8.0 8.5 8.1* 8.8 8.2 9.5 8.7 93.2
105 8.2 8.0 8.8 9.0 9.5 8.8 9.0 8.8 8.8 9.2 9.0 97.1
92 8.8 8.3 8.8 9.2 8.5 9.0 8.8 9.0 9.2 9.0 9.3 91.9
90 8.8 6.8 8.3 8.9 8.7 8.9 8.8 8.8 8.7 9.1 8.9 9l*.7
Ik 8.5 8.2 8.5 8.3 7.0 7.5 8.0 8.8 7.8 9.0 8.6 90.2
75 8.3 8.7 7.9 8.6 8.7 8.7 9.0 8.6 8.2 9.3 8.7 91*.7
1^8 8.0 9.3 7.6 8.8 8.0 8.0 8.6 8.3 8.3 8.9 8.7 92.5
157 8.0 8.1 8.2 8.7 8.1* 8.6 8.9 8.8 8.3 8.7 8.2 92.9
152 8.0 9.7 8.2 9.2 9.0 9.2 9.0 8.1* 7.8 9.1 9-1 96.7
51 8.3 9.0 9.3 8.1* 8.3 8.6 8.0 8.6 8.6 9.5 8.6 95.2
9k 7.6 8.3 8.1 9.1 9.3 8.7 8.1* 8.1 8.9 9.3 9.1* 95.2
118 8.5 9.0 8.8 9.0 8.8 9.3 9.8 9.0 8.8 9.3 8.9 99.2
7 8.6 6 .8 8.0 8.8 7.8 8.3 8.2 8.6 7.8 9.0 8.8 90.7
156 7.6 8.6 8.7 8.1 7 .6 8.7 8.7 9.3 7.9 9.1* 9.1 93.7
T otal
330.lt 323-8 329.lt 339.it 322.0 329.9 336.7 339.11 320.8 355.1 339.0 3665.9
X 8.5 8.3 8 .5  8.7 8.3 8.5 8 .6  8.7 8.3 9 .1  8 .5
TAB IE VI
PROFESSIONAL PERFORMANCE RATINGS 
”Less S uccessfu l” Group
Code Items Total
1 2 3 1* 5 6 7 8 9 10 11
50 8.2 9.0 8.6 8.1* 7.8 7.2 8.1* 8.1* 7.2 8.1* 7.5 89.1
1* 8.2 8.2 8.1* 8.6 7.2 7.5 7.5 8.6 8.1* 9.2 6.8 88.6
101 8.1 8.9 6.7 8.7 7.1 7.1* 9.0 7.6 8.7 8.1* 7.5 88.1
70 8.1* 8.1 7.1 8.3 7.6 7.8 8.5 8.1 7.3 8.5 8.1 87.8
85 8.3 8.3 7.6 7.7 7.6 8.2 8.1* 8.3 7.1* 8.5 7.3 87.6
3h 7.8 8.3 7.6 8.0 7.0 7 .5 8.1* 8.0 7.1* 8.1* 8.1* 86.8
56 7.8 7.7 7 .6 7.7 7.1 7.8 7.1* 7.9 8.0 8.9 8.1* 86.3
57 8.2 7.2 7.7 8.3 7.3 7.8 7.3 7.7 7.7 7.8 9.2 86.2
59 7.8 7.7 8.0 8.3 7.8 7.2 7.7 8.0 7.7 8.7 7.2 86.1
67 7.7 7.8 7.7 7.2 6.7 8.2 7.5 7.8 7.7 8.8 8.8 85.9
31 7.6 7.3 7.1* 7.5 7.1 8.1* 8.1 8.0 8.3 8.0 8.1 85.8
7.6 8.5 7.1* 7.7 6.7 7.3 7.8 7.8 7.1* 9.0 8.2 85.1*
53 8.0 7.9 7.3 7.9 7.1 7.1 7.1* 8.5 7.3 9.0 7.9 85.1*
98 7.7 8.5 8.2 7.0 6.8 7.3 7.8 8.3 7.2 8.2 7.5 81*. 5
21* 7.6 8.7 6.9 8.0 6.8 7.6 7.9 7.6 6.8 8.8 7.6 81*. 3
22 6.7 7.1* 9.7 7.3 6.5 7.3 7.3 6.7 6 .9 8.9 8.1* 83.I
1*1 7.2 7.3 7.5 7.0 7.0 7.7 7.3 7.8 7.3 9.0 8.0 83.1
72 6.3 6 .5 7.2 7.8 7.0 8.7 7.7 7.5 7.3 8.2 8.2 82.1*
102 7.1* 8.6 8.1* 7.3 6.1* 7.1 7.1 7.5 6.6 8.3 7.1* 82.1
1 7.8 6.3 8.3 8.3 8.3 6 .5 7.3 8.0 8.0 9-3 8.7 86.8
21 7.3 6.7 7.8 7.7 6.0 7.2 7.0 7.3 7.2 8.8 8.2 81.2
117 7.1 8.1 7.6 6.7 6.6 6.1* 6.6 7.1* 7 .1 8.1 6.9 78.6
37 6.1* 6.7 6.9 7.3 6.1* 6.1* 7.3 7.0 6.6 6.6 6.9 7U.5
112 8.1* 7.1* 8.1 8.2 8.1 7.1* 8.3 8.6 7.6 8.6 7.6 88.3
3 7.3 6 .0 7.8 7.3 7.0 8.0 7.3 7.8 7 .5 9.0 8.5 83.5
10 7.1* 7.9 7.6 7.0 6.9 8.3 •7.0 8.0 7.9 8.1 7 .6 83.7
9 7.1 8.0 6 .6 8.1* 7.1 7 .6 8.1 7.1* 7.7 8.1 9 .1 85.2
113 9.0 8.0 8.1* 7.6 7.1* 8.0 7.8 8.1* 7.0 9.2 8.6 89.1*
55 7.5 8.1 8.3 5.8 7.1 7.3 6 .5 7.3 7.8 9.1* 7.6 82.7
99 8.1 8.1* 7.3 7.8 7.5 7.2 7.8 7.7 7 .5 8.6 7 .8 85-7
86 8.3 7.3 7.6 7.1* 7.1 8.0 8.3 8.1 7.1* 9.3 7.3 86.1
1*1* 7.1 7.6 7.3 6 .9 6.3 6.9 7.0 6.8 7.0 8.1* 7.3 78.6
73 6.9 3.8 7.1* 7.1* 6 .3 7.3 6 .6 6.9 6.8 8.1* 8.2 76.0
1*0 7.8 7.6 8.6 7.0 6.8 7.8 7.6 8.6 7.2 8.1* 8.1* 85.8
91 8.0 7.7 6.9 7.1* 7.0 7.7 8.0 8.7 7.2 9.0 8.0 85.6
62* 7.3 7.9 8.5 7.3 6.6 7.3 7.1* 7.3 5.5 8.7 7 .3 81.1
81* 6.9 7.8 8.1 5 .9 5.7 7.2 6.1* 6 .9 6.7 8.8 8.5 78.9
35 7.3 7.9 7.1* 9.2 8.6 8.0 8.0 7 .6 8.0 8.7 8.9 89.6
106 7.1* 7.8 7.7 8.0 8.0 8.1* 7.2 7.6 7.1 9.2 8.6 87.0
T o ta l
297.0 298.9 301.2 297.3 2 7 5 4  291;.0 296.O 303.5 2 874  335*7 310.5 3296.9 
1  7 .6  7 .6  7.7 7.6 7.1 7 .5  7 .6  7.8 7 .3  8.6 8.0
A P P E N D I X  B
k3
copy
P ro file  Summary of 
CONFIDENTIAL ACHIEVEMENT EATING
1. Consider h is  a b il i ty  
to  command confidence 
and resp ec t through
h is  p e rso n a lity . (_____ , , ,_____ j______j_____ j_____ l_____ ,
Marked P a r tia lly  C reates
Successfu l d is tr u s t
2. C onsider hew e ffe c tiv e ly  
he is  ab le  to  meet the  
p h y sica l demands of h is 
work; h is  re se rv e ; h is
h e a lth  regim e. ,_____ ,______j_____ ,_____ , t______(_____ j_____ t
E x cep tio n a lly . .Good Of Low F re - 
health y  h e a lth  Average Y ita lity  quently
h e a lth  incapaci­
ta te d
3. Consider h is  p o ise ; h is  
a b il i ty  to  rem ain calm under 
exacting re s p o n s ib ility ; .
h is  s e lf -c o n tro l. ,_____ |______j______j_____ j_____j______|______|_____ ,
Always w ell G enerally  E a s ily  I r r e s -
po ised  w ell co n tro lled  E x citab le  p o nsib le
U. Consider h is  success in  
in  proceeding w ith  h is  
work w ithout having to  
be to ld  every d e ta il ;  
h is  a b il i ty  to  make and 
carry  out p ra c tic a l sug­
gestions fo r  doing th in g s 
in  o r ig in a l and improved
w&ys. f t t - t_____ 1 1_____ 1 1 »
Highly s e lf - r e l ia n t  Does what Needs co nstan t 
and reso u rce fu l i s  expected d ire c tio n
5 . Consider h is  a le rtn e ss  
to  d iscover and h is  
a b il i ty  to  th in k  
through problem s; h is  
thoroughness; h is  . . .  
power o f analyzing
s itu a t ion s . ! « « » » _JL__
E xcep tio nally  Q uite a le r t  Slow to  D ull
a le r t  and and fin d  so -
thorough through lu tio n
- - - o f problem
6. Consider h is  under­
stand ing  of h is  p o s itio n - 
in  re la tio n  to  th e  program 
and purposes o f the  Y.M.C.A. 
as a w hole, includ ing  a n . 
ap p recia tion  of th e  work o f
o th er departm ents. . ( bj^ TIga—1 F a ir feraspJ " MBUgkr lack in g 1
l*3-a
7.
8.
Consider th e  volume of 
work of stan d ard  q u a lity  
he is  able to  accomplis h ,
Highly 
s a tis fa c to ry
-L
S a tis ­
fa c to ry
F a i r ’ Limited Very un­
s a tis fa c to ry
Consider h is  a b ili ty  to  
win and hold th e  
cooperation  and goodwill 
of the  groups he serves., 
as w ell as h is  assoc ja te s
U nusually
su ccessfu l
M oderately
su ccessfu l
Lim ited U nsuccessful
9* Consider h is  grasp of 
im portant s o c ia l 
fa c to rs  in  th e  a rea  
he serves and h is 
sense o f th e  so c ia l 
s ig n ific an c e  o f h is  
work. ,
Expert Quite
Keen
M oderately S lig h tly  S o c ia lly  
ap p rec ia tiv e  appre- b lin d  
c ia tiv e
10. Consider h is  a ll-ro u n d  
exem p lifica tio n  o f 
genuine C h ris tia n  
c h a rac te r. L ± JL
C o n sisten tly  O rd in arily  Conforms G enerally
exem plifies ’ exem plifies to  in co n s is -
h ig h est high usual te n t
standard  standard  standards
11. C onsider h is  under­
stand ing  o f the 
Y.M.C.A. as a World 
Movement aid  h is 
ap p rec ia tio n  o f th e  
sig n ific an c e  of th e  
A sso c ia tio n ’s In te r ­
n a tio n a l and World 
Service program s. I I J  i t 1 -J  1--------A ctive Good Lim ited Lacking
In te re s t  U nderstanding
WQNDEKLIC
nMore Successful” nLess Successful11
Code Rating X X2 Code R ating X X2
71 90*0 22 MU 91 85.6 26 676
56 93-7 11 121 112 88.3 30 900
11 93*2 3U 1156 3 83.5 23 529
8 92*9 18 32U 6k 81.1 2it 576
32 9 M 31 961 35 89.6 38 i),),).
12h 9U.6 29 8Ul 6k 78.9 22 MU
126 9h.k h2 176U 10 83.7 2lt 576
81 9U.1 21 M l 9 85.2 35 1225
119 92.it 31 961 106 87.0 itO 1600
k9 98.9 31 961 113 89.it 21 UUl
115 96.6 32 102U 50 89.1 31 961
69 96.0 21 M l k 88.6 18 32U
100 95-9 3k 1156 55 82.7 3k 1156
hi 95.7 33 1089 99 85-7 2k 576
61 95.U 23 529 86 86.1 17 289
89 9U.1 28 78U 101 88.1 25 625
95 95.8 30 900 1 86.8 26 676
10it 92.1 30 900 70 87.8 20 Uoo
58 91.8 20 Uoo 85 87.6 21 UUi
111 90.6 20 1}00 3k 86.8 21 UUl
116 90.5 2k 576 56 86.3 33 1089
97 92.0 33 1089 57 86.2 33 1089
23 92.3 21 M l 59 86.1 35 1225
9lt 95.2 2k 576 31 85.8 26 676
29 91.2 36 1296 67 85.9 20 Uoo
27 96.7 33 1089 6k 85.lt 3k 1156
52 93.2 20 1}00 53 85.lt 2k 576
105 97.1 38 MM 2k 6k-3 23 529
92 97.9 29 8U1 22 83.I 25 625
90 9it.7 21 M l k l 83.1 25 625
Ik 90.2 36 1296 72 82.lt 2it 576
75 9it. 7 hh 1936 102 82.1 30 900
158 92.5 21 M l 98 8it.5 16 256
157 92.9 27 729 21 81.2 18 32U
152 96.7 37 1369 117 78.6 25 625
51 95.2 31 961 37 7U.5 27 729
60 90.0 23 529 kk 78.6 28 78U
118 99.2 28 78U 73 76.0 18 32U
7 90.7 33 1089 ho 85.8 38 i uuu
1100 32,961} 1022 28,292
% 28.205 *2 26.205
1100 1022
32,9614. 28, 292
£ x f 1838.359 **2 1510.359
t  v a l u e  m 1 * 3 3 3
k$
THEORETICAL
“More S u ccess fu l”   “Less S u ccessfu l”
Code Rating X X2 Code Rating X X2
71 90.0 36 1296 91 85*6 28 78t
156 93-7 k2 1761t 112 88.3 33 1089
11 93.2 hh 1936 3 83.5 1}0 600
8 92.9 k3 18U9 6Jt 81.1 t3 I8t9
32 9k-8 k7 2209 35 89.6 to 1600
12h 9k.6 ko 1600 81t 78.9 36 1296
12 6 9k-k 3k 1156 10 83.7 31 961
81 9k-l 36 1296 9 85.2 to 1600
119 92.lt 25 625 106 87.0 36 1296
h9 98.9 51 2601 113 89.U 37 1369
115 96.6 26 676 5b 89.1 30 900
69 96.0 ItO 1600 It 88.6 t l 1681
100 95.9 lt2 1761t 55 82.7 35 1225
h i 95.7 3k 1156 99 85.7 3t 1156
6 l 95.lt 33 1089 86 86.1 28 78t
89 9 lt.l 37 1369 101 88.1 36 1296
95 95.8 51 2601 1 86.8 35 1225
10it 92.1 35 1225 70 87.8 t l 1681
58 91.8 57 32lt9 85 87.6 t7 2209
111 90.6 27 729 3lt 86.8 28 78t
116 90.5 3it 1156 56 86.3 t3 I8t9
97 92.0 38 Utltlt 57 86.2 t5 2025
23 92.3 Itlt 1936 59 86.1 t3 I8t9
9k 95.2 29 8itl 31 85.8 3t 1156
29 91.2 26 676 67 85.9 38 I t t t
27 96.7 ItO 1600 6k 85.U t t 1936
52 93.2 lt5 2025 53 85.U 38 l t t t
105 97.1 30 900 2lt 81}.3 t2 176t
92 97-9 32 102lt 22 83.1 37 1369
90 911.7 37 1369 Itl 83.1 t3 18t9
7k 90.2 32 102lt 72 82.1} 38 l t t t
75 9lt-7 it2 1761t 102 82.1 t9 2t01
158 92.5 39 1521 98 81}.5 37 1369
157 92.9 39 1521 21 81.2 35 1225
152 96.7 35 1225 117 78.6 35 1225
51 95.2 31 961 37 7U.5 39 1521
60 90.0 32 102 It itlt 78.6 to 1600
118 99.2 39 1521 73 76.0 t6 2116
7 90.7 it8 230lt ItO 85.8 38 l t t t
Ht72 57,626 M83 57,915
*L 37*7tt I 2 38.026
lt7 2 lt8 3
* 4 57,626 57,915
Z 4 2067. t 36 £*2 1522.97t
t  value m 0.181
Code
71
56
11
8
32
121*
126
81
119
1*9
115
69
100
1*7
61
89
95
101*
58
111
116
97
23
9b
29
27
52
105
92
90
Ik
75
158
157
152
51
60
118
7
%
* 4
m o m u m
nMore S u ccess fu l11
h6
11 Less S u ccessfu lw
H ating X X2 Code Rating X X2
90.0 33 1089 91 85-6 39 1521
93-7 1*6' 2116 112 88.3 39 1521
93-2 38 11*1*1* 3 83-5 35 1225
92.9 39 1521 61* 81.1 1*0 1600
9l*.8 39 1521 35 89.6 31* 1156
9l*.6 1*3 181*9 81* 78.9 1*5 2025
9h*h 1*2 1761* 10 83.7 25 625
9 k .l 35 1225 9 85.2 1*1 1681
92. k 30 900 106 87.0 33 1089
98.9 25 625 113 89.1* 28 78U
96.6 h9 21*01 50 89.1 36 1296
96.0 50 2500 1* 88.6 39 1521
95-9 1*2 1761* 55 82.7 25 625
95-7 33 1089 99 85.7 1*3 18U9
95.U 37 1369 86 86.1 51 2601
9U.1 l*o 1600 101 88.1 37 1369
95*8 1*0 1600 1 86.8 31 961
92.1 1*7 2209 70 87.8 1*1 1681
91.8 35 1225 85 87.6 1*7 2209
90.6 1*3 181*9 31* 86.8 52 270k
90.5 33 1089 56 86.3 36' 1296
92.0 1*6 2116 ' 57 86.2 37 1369
92*3 39 1521 59 86.1 37 1369
95.2 31* 1156 31 85.8 31* 1156
91.2 33 1089 67 85-9 38 lWili
96.7 1*2 1761* 61* 85.1* 32 102i»
93.2 1*9 21*01 53 85.1*. 25 625
97.1 30 900 21* 81*.3 31* 1156
97-9 35 1225 22 83.1 1*3 182*9
91*. 7 1*0 1600 1*1 83.1 36 1296
90*2 30 900 72 82.1* 1*5 2025
9l*-7 1*6 2116 102 82.1 32 102U
92.5 32 1021* 98 81*.5 1*6 2116
92*9 31 961 21 81.2 39 1521
96.7 27 729 117 78.6 . 38 l2t2&
95.2 32 1021* 37 7l*.5 32 102lt
90.0 1*1 1681 1*1* 78.6 26 676
99.2 38 11*1*1* 73 76.0 38 iWlit
90.7 1*1 1681 1*0 85.8 1*2 1761t
li*85 58,081 11*1*9 55,513
38.077 *2 37.152*
18.85 2 lMi.9
58,081 55,513
1536-769 £ x f 1677.077
t  v a l u e  -  0 * 6 2 7
h i
SOCIAL
“More S u ccess fu l11 “Less S u ccess fu l11
Code Rating X X2 Code Rat lug X X2
71 90.0 39 1521 91 85.6 1*9 21,01
156 93.7 39 1521 112 88.3 1*0 1600
11 93.2 3ii 1156 3 83.5 1*0 1600
8 92.9 lili 1936 6h 81.1 30 900
32 9i*.8 37 1369 35 89.6 1*0 1600
121* 9U.6 32 102li 81* 78.9 1*3 181,9
126 9ii.ii 35 1225 10 83.7 39 1521
81 9l*.l ii3 18U9 9 85*2 1*2 1761,
119 92.U U3 181,9 106 87.0 J*1 1681
k9 98.9 ii9 21,01 113 89.1* 1*2 1761,
115 96.6 ii6 2116 50 89.1 1*6 2116
69 96.0 ii2 1761, h 88.6 57 321*9
100 95.9 ii5 2025 55 8 2.7 1*7 2209
h i 95.7 52 2701* 99 85.7 39 1521
61 95.ii ii9 21,01 86 86.1 50 500
89 9 ii.l iiO 1600 101 88.1 1*7 2209
95 95.8 36 1296 1 86.8 57 321*9
101* 92.1 iiO loOO 70 87.8 hh 1936
58 91.8 iiO 1600 85 87.6 30 900
111 90.6 ii8 2301, 3h 86.8 32 1021,
116 90.5 hh 1936 56 86.3 h i 1681
97 92.0 h i 1681 57 86.2 25 625
23 92.3 3h 1156 59 86.1 39 1521
9h 95.2 57 321,9 31 85.8 1*1 1681
29 91.2 ii7 2209 67 85.9 1*8 2301,
27 96.7 36§ 1332.25 6h 85.1* 35 1225
52 93.2 39 1521 53 85.ii 50 2500
105 97.1 ii9 21,01 2h 8lu3 37 1369
92 97.9 ii6 2116 22 83. I 38 naa.
90 9li.7 37 1369 h i 83. I 33 1089
Ik 90.2 la 1681 72 82. h 38 lW ,
75 9ii.7 52 2701, 102 82.1 37 1369
158 92.5 29 81,1 98 81*.5 1*2 1761,
157 92.9 39 1521 21 81.2 1*6 2116
152 96.7 39 1521 117 78.6 1*0 1600
51 95.2 Ii5 2025 37 7lu5 1*3 181*9
60 90.0 37 1369 hh 78.6 1*9 21,01
118 99.2 iiO 1600 73 76.0 la 1681
7 90.7 30 900 1*0 85.8 37 1369
1615.5 68,393.25 1615 66,625
*1 lil.li23 h la .ia o
1615.5 £ * 2 1615
68,393.25 £ x f 66,625
lk lk -2 6 9 z 4 -252.561*
t  v a lu e  =  0.013
Code
71
156
11
8
32
12i*
126
81
119
1*9
115
69
100
1*7
61
89
95
10l*
58
111
116
97
23
9k
29
27
52
105
92
90
Ik
75
158
157
152
51
60
118
7
* xi
£ 4
£ 4
»More Success
POLITICAL
fu l" nLess
1*8
S uccessfu l”
Sating X X2 Code Rating X X2
90.0 55 3025 ■ 91 85.6 1*5 2025
93-7 1*3 131*9 112 88.3 1*1* 1936
93.2 37 1369 3 83.5 31* 1156
92.9 k2 1761} 6k 81.1 37 1369
91*. 8 37 1369 35 89.6 3U 1156
9k* 6 kit 1936 8k 78.9 37 1369
9k* 1* 1*0 1600 10 83.7 1*3 181*9
9k* 1 33 1089 9 85.2 38 11*1*1*
92.1* k9 2l}01 106 87.0 37 1369
98.9 35 1225 113 89.1* 1*3 181*9
96.6 38 llilil} 50 89.1 1*3 181*9
96.0 1*3 181*9 k 88.6 31 961
95.9 3k 1156 55 82.7 1*6 2116
95.7 k l 1681 99 85-7 32 1021*
95.1* 30 900 86 86.1 35 1225
9k* 1 39 1521 101 88.1 38 11*1*1*
95.8 36 1296 51 86.8 20 1*00
92.1 35 1225 70 87.8 1*3 181*9
91.8 k3 181*9 85 87.6 1*9 21*01
90.6 ho 1600 3k 86.8 39 1521
90.5 ko 1600 56 86.3 27 729
92.0 37 1369 57 86.2 31* 1156
92.3 33 1089 59 86.1 31* 1156
95.2 k3 181*9 31 85.8 37 1369
91.2 kS 2025 67 85.9 29 8ia
96.7 2162.25 6k 85.1* 28 781*
93.2 ia 1681 53 85.1* 38 3M1*
97.1 39 1521 2k 81**3 38 11*1*1*
97.9 k9 2l}01 22 83.1 36 1296
9iw7 h3 181*9 k l 83.1 1*6 2116
90.2 1*6 2116 72 82.1* 33 1089
9k*7 26 676 102 82.1 53 2809
9 2.5 37 1369 98 81*.5 38 IM1*
92.9 k9 21*01 21 81.2 37 1369
96.7 36 1296 117 78.6 36 1296
95.2 ho 1600 37 7l*.5 1*8 2301*
90.0 1*0 1600 kk 78.6 38 11*1*1*
99.2 38 H M 73 76.0 30 900
90.7 h3 181*9 Uo 85.8 .1*3 181*9
1565.5 61*, 01*5.25 11*71 57,151
1*0.11*1 37-718
1565.5 £*2 il*7i
61*,01*5.25 57,151
120l*.l*75 1667.897
t  value = 1.71*2
RELIGIOUS
t?More S u cc e ss fu l” tfLess S u ccess fu l”
Code R ating X X2 Code Rating I X2
71 90.0 55 3025 91 85.6 51 2601
156 93.7 27 729 112 88.3 51* 2916
11 93.2 51* 2916 3 83.5 1*8 2301*
8 92.9 1*9 21*01 61* 81.1 50 2500
32 9k.s 55 3025 35 89.6 51* 2916
12l* 91*. 6 51 2601 81* 78.9 1*7 2209
126 9l».l* 55 3025 10 83.7 53 2809
81 9l*.l 60 3600 9 85.2 1*5 2025
119 92.1* 57 321*9 106 87.0 56 2136
1*9 98.9 58 3361* 113 89.H 55 3025
115 96.6 51* 2916 50 89.I 56 3136
69 96.0 1*1 1681 h 88.6 39 1521
100 95-9 52 2701* 55 82.7 53 2809
1*7 95.7 51* 2916 99 85.7 57 321*9
61 95.lt 59 31*81 86 86.1 51 2601
89 9l*.l 57 321*9 101 88.1 59 31*81
95 95.8 52 2701* 1 86.8 53 2809
ioi* 92.1 1*7 2209 70 87.8 1*2 1761*
58 91.8 22 1*81* 85 87.6 36 1296
111 90.6 50 2500 3h 86.8 56 3136
116 90.5 59 31*81 56 86.3 1*9 21*01
97 92.0 1*7 2209 57 86.2 1*7 2209
23 92.3 1*9 21*01 59 86.1 51* 2916
9h 95.2 1*3 181*9 67 85-9 56 3136
29 91.2 1*5 2025 31 85.8 55 3025
27 96.7 1*5| 2070.25 6h 85.1* 56 3136
52 93.2 36 1296 53 85.1* 55 3025
105 97.1 52 2701* 98 8i*.5 52 2701*
92 97-9 53 2809 2l* 81*.3 50 2500
90 91*. 7 1*2 1761* 22 83.1 53 2809
Ik 90.2 1*6 2116 k l 83.I 38 1 )|)|)|
75 91*.7 1*0 1600 72 82.1* 61 3721
158 92.5 51 2601 102 82.1 1*8 2301*
157 92.9 53 2809 21 81.2 51* 2916
152 96.7 62 381*1* 117 78.6 55 3025
51 95.2 60 3600 37 7l*.5 51 2601
60 90.0 1*7 2209 hh 78.6 58 3361*
118 99.2 52 2701* 73 76.0 57 321*9
7 90.7 21* 576 IiO 85.8 55 3025
1915-5 97,1*1*6.25 2019 105753
*L 1*9-115 h 51.769
& L 1915.5 £*2 2019
* 4 97,1*1*6.25 | 105,753
t 4 3365.731 1230.921*
t  va lu e  s  1*507
Code
71
156
11
8
32
124
126
81
119
49
115
69
100
47
61
89
95
104
58
111
116
97
23
94
29
27 ^
52
105
92
90
7k
75
158
157
152
51
60
118
7
i x l
50
AESTHETIC
“More S u ccess fu l11 “Less S u ccessfu l”
Rating X X2 Code H ating x X2
90.0 22 it8!t 91 85.6 30 900
93-7 it3 181*9 122 88.3 30 900
93-2 33 1089 3 83.5 43 181*9
92.9 23 529 6k 81.1 40 1600
9l*.8 25 625 35 89.6 38 11*1*1*
9l*,6 30 900 84 78.9 32 1021*
92t.lt 3lt 1156 10 83.7 49 21*01
9lt.l 33 1089 9 85.2 34 1156
92.lt 36 1296 106 87.0 37 1369
98.9 22 ll81t 113 89.4 35 1225
96.6 27 72 9 50 89.1 29 8ia
96.0 2lt 576 4 88.6 33 1089
95.9 25 625 55 82.7 34 1156
95.7 26 676 99 85-7 35 1225
95.lt 32 102lt 86 86.1 25 625
9lt.l 27 729 101 88.1 23 529
95.8 25 625 1 86.8 44 1936
92.1 36 1296 70 87.8 29 81*1
91.8 1*3 181*9 85 87.6 31 961
90.6 32 1021* 34 86.8 33 1089
90.5 30 900 56 86.3 44 1936
92.0 31 961 57 86.2 52 2701*
92.3 la 1681 59 86.1 33 1089
95.2 3k 1156 67 85.9 31 961
91.2 lilt 1936 31 85.8 39 1521
96.7 29.5 870.25 64 85.4 45 2025
93-2 30 900 53 85.4 34 1156
97.1 ItO 1600 98 84.5 25 625
97-9 25 625 24 84.3 39 1521
9lt-7 U 1681 22 83.1 33 1089
90.2 lt5 2025 41 83.1 44 1936
9it-7 3lt 1156 72 82.4 25 625
92.5 52 2701* 102 82.1 21 i*ia
92.9 29 8I1I 21 81.2 29 8ia
96.7 la 1681 117 78.6 36 1296
95.2 32 1021* 37 74.5 27 729
90.0 1*3 181*9 44 78.6 29 8ia
99.2 33 1089 73 76.0 28 781*
90.7 51t 2916 40 85.8 25 625
1306.5 1*6,21*9.25 1323 1*6,905
33.500 *2 33.923
1306.500 1323
2t6,2lt9.250 46,905
2li81.500 1024.769
t  v a l u e  s  0 . 2 7 5
51
OUTDOOR
ftMore S u ccess fu l0 ______  wLess S u ccessfu ltf
Code R ating X X2 Code Rating X X2
71 90.0 19 361 91 85-6 22 1*81*
156 93-7 27 729 112 88.3 19 361
11 93.2 1*9 21*01 3 83.5 21* 576
8 92.9 29 8kl 61* 81.1 56 3136
32 9U.8 5U 2916 35 89.6 20 1*00
121* 9U-6 59 3U81 81* 78.9 13 169
12o 9U.lt 37 1369 10 83.7 26 616
81 9U.1 26 676 9 85.2 27 729
119 92.U 30 900 106 87.0 31 961
1*9 98.9 56 3136 113 89.1* 50 2500
115 96.6 33 1089 50 89.1 30 900
69 96.0 33 1089 k 88.6 55 3025
100 95-9 56 3136 55 82.7 27 729
1*7 95.7 25 625 99 85.7 30 900
61 95-U 35 1225 86 86.1 39 1521
89 9U-1 28 781* 101 88.1 52 2701*
95 95-8 69 1*761 1 86.8 39 1521
lOi* 92.1 1*5 2025 70 87.8 30 900
58 91.8 35 1225 85 87.6 1*7 2209
111 90.6 23 529 3k 86.8 61 3721
116 90.5 31 961 56 86.3 58 3361*
97 92.0 1*8 230k 57 86.2 51* 2916
23 92.3 52 270k 59 86.1 35 1225
9k 95-2 19 361 67 85.9 61* 1*096
29 91.2 1*5 2025 31 85.8 1*9 21*01
27 96.7 29 81*1 61* 85.1* 1*1* 1936.
52 93-2 26 676 53 85.1* 36 1296
105 97.1 18 321* 98 81*.5 1*1 1681
92 97.9 32 10 2i* 21* 81*. 3 61 3721
90 9U.7 38 Ikkk 22 83 . I 51* 2916
7k 90.2 37 1369 1*1 83.1 35 1225
75 9U.7 36 1296 72 82.1* 1*2 1761*
158 92.5 6k U096 102 82.1 27 729
157 92.9 27 729 21 81.2 25 625
152 96.7 25 62 5 117 78.6 57 321*9
51 95-2 51 2601 37 7l*.5 55 3025
60 90.0 32 102U 1*1* 78.6 1*8 2301*
118 99.2 51 2601 73 76.0 39 1521
7 90.7 33 1089 1*0 85.8 1*0 1600
214.62 61,392 1562 69,716
A 37.U87 A 1*0.051
1U62 £*2 1562
61,392 O cf 59,716
€ 4 6505.7UU t 4 7155.898
t  value = 0.81*2
COMPUTATIONAL
°More Successfuln
52
”Less S u ccessfu l0
Code Rating X X2 Code Rating X X2
71 90.0 kk 1936 81 85.6 35 1225
156 93.7 38 lUUU 112 8 8.3 10 100
11 93*2 31 961 3 83.5 6 36
8 92.9 25 625 6k 81.1 k l 1681
32 9**. 8 35 1225 35 89.6 17 289
12k 9k-6 17 289 8k 78.9 U3 181*9
126 9k-k 9 81 10 83*7 17 289
81 9k-l 22 Mil 9 85.2 36 1296
119 92.ii 20 UOO 106 87.0 29 8*a
*i9 98.9 9 81 113 89.2i Ik 196
115 96.6 11 121 50 89.1 21 Mil
69 96.0 23 529 k 88.6 18 32*i
100 95*9 28 78ii 55 82.7 12 Ikk
*i7 95-7 17 289 99 85.7 21 khl
61 95.1i 19 361 86 86.1 15 225
89 9 k -l 17 289 101 88.1 27 72 9
95 95.8 18 321; 51 86.8 16 256
10*1 92.1 28 78ii 70 87.8 37 1369
58 91.8 27 729 85 87.6 23 529
111 90.6 29 81|1 3k 86.8 22 kSk
116 90.5 9 81 56 86.3 9 81
97 92.0 17 289 57 86.2 30 900
23 92.3 9 81 69 86.1 2*i 576
9k 95.2 39 1521 67 85.9 17 289
29 91.2 9 81 31 85.8 20 ilOO
27 96.7 29 81*1 6k 85.ii 9 81
52 93.2 39 1521 53 85.U 8 6U
105 97.1 26 676 2*i 8U.3 37 1369
92 97-9 19 361 22 83.1 1*; 196
90 9U.7 12 1UU k l 83.1 2ii 576
7*i 90.2 27 729 72 82.ii 22 MU
75 911.7 32 102li 102 82.1 18 32U
158 92.5 19 361 98 8U.5 2*i 570
157 92.9 22 MU 21 81.2 32 102U
152 96.7 15 225 117 78.6 18 32U
51 95.2 18 32U 37 7U.5 15 225
60 90.0 13 169 kk 78.6 13 169
117 99.2 60 3600 73 76.0 31 961
7 90.7 51 2601 *l0 8 5 .8 J k 1936
932 27,690 860 23,299
*1 23.897 *2 22.051
£ X i 932 £ x2 860
*4 27,690 (4 23,299
£ x 2 5U17-590 z4 U33U-898
t  v a l u e  =  0 . 7 1 9
Code
71
156
11
8
32
12k
126
81
119
h9
115
69
100
h i
61
89
95
10k
58
111
116
97
23
9h
29
27
52
105
92
90
lh
75
158
157
152
51
60
118
7
*1
f xi
i xi
MECHANIC AL
"More Successfu l"
53
"Less S uccessfu l"
Sating X X2 Code E ating X X2
90.0 2k 576 91 85-6 11 121
93-7 10 100 112 88.3 37 1369
93.2 38 Ikkk 3 83.5 k5 2025
92.9 3k 1156 6k 81.1 31 961
94*8 k5 2025 35 89.6 2k 57 6
9U.6 ko 1600 8k 78.9 21 kkl
9k.k 29 8kl 10 83.7 k9 2k01
9U.1 26 676 9 85.2 k2 176k
92.U 15 225 106 87.0 15 225
98.9 25 625 113 89.k 5b 2500
96.6 k2 176k 50 89.1 15 225
96.0 38 lkkk k 88.6 38 ikkk
95.9 kk 1936 55 82.7 19 361
95.7 k6 2116 99 85-7 19 361
95.1i 25 625 86 86.1 55 3025
9k. l 23 529 101 88.1 33 1089
95.8 58 336k 1 86.8 29 8kl
92.1 k2 176k 70 87.8 33 1089
91.8 37 1369 85 87.6 53 2809
90.6 22 k8k 3k 86.8 k5 2025
90.5 33 1089 56 86.3 22 k8k
92.0 56 3136 57 86.2 3k 1156
92.3 22 k8k 69 86.1 k6 2116
95.2 22 k8k 67 85.9 32 102k
91.2 37 1369 31 85.8 17 289
96.7 20 koo 6k 85.k k l 1681
93.2 50 2500 53 85.k 37 1369
97.1 10 100 98 8k-5 55 3025
97.9 31 961 2k 8k. 3 32 102k
9U.7 k l 1681 22 83.I k3 I8k9
90.2 28 78k k l 83.1 25 625
9k. 7 31 961 72 82.k 35 1225
92.5 ko 1600 102 82.1 17 289
92.9 29 8kl 21 81.2 k9 2k01
96.7 35 1225 117 78.6 3k 1156
95.2 28 78k 37 7k.5 k9 2k01
90.0 18 32k kk 78.6 28 78k
99.2 11 121 73 76.0 30 900
90.7 9 81 ko 85.8 k3 I8k9
121k k3,588 1333 51,299
31.128 ig  3k.l79
12llt 1333
1»3,588 51,299
5798.359 5737-7Wi
t  value a  1.093
Code
71
156
11
8
32
12t
126
81
119
t9
117
69
100
t7
61
89
95
lo t
58
i n
n 6
97
23
9t
29
27
52
105
92
90
7k
75
158
157
152
51
60
n 8
7
*L
£ x f
5t
SCMTIFID
nMore S uccessfu l” ’’Less S u ccessfu l”
fe tin g X X2 Code Rating X X2
90.0 2k 576 91 85.6 23 529
93-7 28 781* n 2 88.3 23 529
93.2 36 1296 3 83.5 21 1*1*1
92.9 k l 1681 61* 81.1 t l 1681
91*. 8 31 961 35 89.6 33 1089
9 t-6 39 1521 81* 78.9 21 t t l
9 k .k 30 900 10 83.7 22 t8 t
9 k . l 28 7814. 9 85.2 35 1225
9 2 .t 16 256 106 87.0 22 t8 t
98.9 55 3025 n 3 89.t 27 129
96.6 28 781* 5o 89.1 33 1089
96.0 36 1296 t 88.6 t l 1681
95.9 38 11*1*1* 55 82.7 28 78t
95-7 k l 1681 99 85.7 25 625
95.2; 25 625 86 86.1 15 225
9 t . l 23 52 9 101 88.1 t t 1936
93.8 h9 21*01 51 86.8 2 t 576
92.1 h2 1761* 70 87.8 33 1089
91.8 39 1521 85 87.6 53 2809
90.6 n 121 3h 86.8 25 625
90.5 i k 196 56 86.3 20 too
92.0 28 781* 57 86.2 39 1521
92.3 35 1225 59 86.1 39 1521
95.2 22 1*81* 67 85.9 38 l t t t
91.2 30 900 31 85.8 3 t n 5 6
96.7 27 72 9 61* 85. t 30 900
93.2 31 961 53 8 5 .t 28 78t
97.1 I t 196 98 8 t.5 t l 1681
97.9 6o 3600 21* 8U.3 t3 18t9
9t-7 33 1089 22 83. I 3 t n 5 6
90.2 33 1089 t l 83. I t7 2209
9t*7 33 1089 72 82 .t 2t 576
92.5 37 1369 102 82.1 23 529
92.9 26 676 21 81.2 23 529
96.7 27 729 n 7 78.6 39 1521
95.2 27 729 37 7 t.5 h i 2209
90.0 18 321* t t 78.6 3 t n 5 6
99.2 10. 1681 73 76.0 35 1225
90.7 23 625 50 85.8 21 t t i
1221 1*2,1*25 1228 tl,8 7 8
31.308 f 2 31.1*87
1221 £X2 1228
t2 ,t2 5 ? X2 1*1,878
1*198.308 3211.71*1*
t  value = 0.080
55
PERSUASIVE
lfMore S u ccess fu l11 "Less S uccessfu l"
Code Rating X X2 Code Rating X X2
71 90.0 lt9 21*01 91 85.6 70 1*900
156 93-7 1*6 2116 n 2 88.3 56 3136
11 93-2 35 122$ 3 83.5 79 621*1
8 92.9 37 1369 6!t 81.1 17 289
32 9k.B 21 1*1*1 35 89.6 1*6 2116
12i* 9i*.6 55 3025 81* 78.9 56 3136
126 9k .k 61 3721 10 83.7 1*3 181*9
81 9k* 1 5 l 2601 9 85.2 30 900
119 92.it 55 302$ 106 87.0 1*6 2 n 6
1*9 98.9 1*2 1761* n 3 89.lt k l 1681
115 96.6 73 5329 5o 89.1 62 381*1*
69 96.0 71 501*1 k 88.6 53 2809
100 95.9 39 1521 55 82.7 62 381*1*
1*7 95.7 57 321*9 39 85.7 38 11*1*1*
61 95.it 72 5181* 86 86.1 56 3136
89 9 k . l 57 321*9 101 88.1 30 900
95 95.8 73 5329 1 86.8 38 11*10*
101* 92.1 5it 2916 70 87.8 37 1369
58 91.8 1*6 2116 85 87.6 k l 1681
i n 90.6 5o 2500 31* 86.8 1*5 2025
n 6 90.5 70 1*900 56 86.3 la 1681
97 92.0 1*2 1761* 57 86.2 19 361
23 92.3 58 3361* 59 86.1 37 1369
9k 95.2 52 2701* 67 85.9 35 1225
29 91.2 itlt 1936 31 85.8 50 2500
27 96.7 55 3025 61* 85.it 35 1225
52 93.2 1*3 181*9 53 85.1* 68 1*621*
105 97.1 68 1*621* 98 81*.5 32 1021*
92 97.9 1*3 181*9 21* 81*.3 15 225
90 9U.7 67 1*1*89 22 83.1 36 1296
7l* 90.2 38 31*1*1* la 83.1 1*9 21*01
75 9U.7 59 31*81 72 82.1* 61 3721
158 92.5 37 1369 102 82.1 65 1*225
157 92.9 69 1*761 21 81.2 30 900
152 96.7 30 900 n 7 78.6 1*6 2 n 6
51 95.2 1*8 2301* 37 7lt.5 3k n 5 6
60 90.0 63 3969 10* 78.6 1*0 1600
n 8 99.2 30 900 73 76.0 la 1681
7 90.7 1*2 1761* ItO 85.8 1*7 2209
2002 109,1*88 1727 81*,199
*1 51.333 *2 1*1*. 282
fX l 2002 £* 2 1727
109*1*88 81*, 199
t A 6718.667 £ x | 7723.898
t  v a l u e  =  2 . 2 5 9
Code
71
156
11
8
32
12h
126
81
119
99
116
69
100
k l
61
89
95
lOij.
58
111
116
97
23
9ii
29
27
52
105
92
90
7k
75
158
157
152
51
60
113
7
h
56
ARTISTIC
"More S u ccessfu l” "Less S u ccess fu l”
bating X X2 Code R ating X X2
90.0 Hi 196 91 85.6 ko 1600
93-7 19 361 112 88.3 22 Wit
93.2 16 256 3 83.5 27 729
92.9 11 121 61i 81.1 37 1369
9k. 8 2k 576 35 89.6 2li 576
9k.6 35 1225 8k 78.9 8 6it
9 k .k 25 625 10 83.7 U3 I81t9
9 k .1 20 iiOO 9 85.2 22 lt81t
9 2 .k 22 li&i 106 87.0 2k 576
98.9 16 256 113 89 .H k l 1661
96.6 18 32k 50 89.1 11 121
96.0 8 6k ii 88.6 7 it9
95.9 28 78k 55 82.7 13 169
95.7 15 225 99 35.7 30 900
95.1i 17 289 86 86.1 21 U tl
9U.1 12 Hili 101 88.1 12 lid t
95.8 18 32li 1 86.8 26 676
92.1 12 HOi 70 87.8 18 32lt
91.8 13 169 85 87.6 16 256
90.6 11 121 3k 86.8 28 781t
90.5 27 729 56 86.3 37 1369
92.0 20 IiOO 57 86.2 37 1369
92.3 23 529 59 86.1 15 225
95.2 26 676 67 85.9 10 100
91.2 Hi 196 31 85.8 7 lt9
96.7 11 121 6k 85.2i 3U 1156
93.2 20 iiOO 53 85* ii 29 8I1I
97.1 17 289 98 8ii.5 21 liiti
97-9 12 lliii 2ii 81i.3 25 625
9k-7 3 9 22 83 . I 26 676
90*2 27 729 la 83. I 21 iiiti
9k.7 ii 16 72 82.ii 16 256
92.5 29 8kl 102 82.1 26 676
92.9 Hi 196 21 81.2 22 U8ii
96.7 33 1089 117 78.6 26 676
95.2 . Hi 196 37 7li.5 12
90.0 25 625 kk 78.6 28 781i
99.2 16 256 73 76.0 8 6U
90.7 22 k8k IiO 85.8 2k 576
711 15,013 89k 2it,228
18.231 h 22.923
711 891;
15*013 t x 2 2 k ,228
2050.923 373k*769
t  v a lu e  -  2.37k
Code
71
156
11
8
32
12b
126
81
119
k9
H 5
69
100
k l
6 1
89
95
10k
58
111
116
97
53
9k
29
27
52
105
92
90
I k
25
158
157
152
51
60
118
7
*L
£ l l
57
LITERARI
"More S u ccess fu l” "Less S uccessfu l"
Hating X X2 Code Hating X X2
90*0 25 625 91
j
85.6 H* 196
93-7 10 100 112 88.3 17 289
93.2 15 225 3 83.5 7 1*9
92.9 2lt 576 61* 81.1 8 6k
9U.8 29 8ia 35 89.6 20 1*00
9l*.6 8 61* 81* 78.9 27 729
9l*.l+ 17 289 10 83.7 15 225
9l*.l 21 1*1*1 9 85.2 13 169
92.1+ 35 1225 106 87.O 36 1296
98.9 20 1*00 113 89.1+ 16 256
96.6 23 529 50 89.1 25 125
96.O 31* 196 1* 88.6 17 289
95.9 8 61* 55 82.7 26 676
95.7 19 361 99 85-7 15 225
95.1* 20 1*00 86 86.1 8 61*
91*. 1 18 321* 1 86.8 38 11*1*1*
95.8 19 361 101 88.1 26 676
92.1 21* 196 70 87.8 26 676
91.8 12 11*1* 85 87.6 30 900
90.6 18 321* 31* 86.8 13 169
90.5 20 1*00 56 86.3 10 100
92.0 15 225 57 86.2 36 1296
92.3 9 81 59 86.1 26 676
95.2 26 676 67 85.9 15 225
91.2 31* 1156 31 85.8 17 289
96.7 27 729 61* 85.1* 10 100
93.2 20 1*00 53 85.1* 21* 576
97.1 32 1021* 98 81*. 5 9 81
97.9 21* 576 21* 8I+.3 17 289
9i*.7 17 289 22 83.1 23 529
90.2 27 729 la 83. I 20 1*00
91+-7 19 361 72 82.1* 25 625
92.5 38 11*1*1* 102 82.1 10 100
92.9 20 1*00 21 81.2 21* 576
96.7 18 321* 117 78.6 5 25
95.2 18 321* 37 71*.5 12 11*1*
90.0 36 1296 111* 78.6 81 61*
99.2 19 361 73 76.0 16 256
90.7 11* 196 1*0 85.8 20 1*00
802 18,676 721* 15,668
23.128 18.561*
802 721*
18,676 15,668
2183.590
* 4
2227.590
t  value =: 2.61*5
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”Kore S u ccess fu l” ,JLess S u ccess fu l”
Code Sating X X2 Code S ating X X2
71 90.0 9 81 91 85-6 10 100
156 93.7 26 676 112 88.3 17 289
11 93.2 12 H I 3 83.5 18 321
8 92.9 1 16 61 81.1 19 361
32 91.8 9 81 35 89.6 9 81
12! 91.6 9 81 81 78.9 19 361
126 91-1 l l 196 10 83.7 10 100
81 91.1 7 19 9 85.2 5 25
119 92.1 9 81 106 87.0 18 321
19 98.9 13 169 113 89-1 10 100
115 96.6 H 196 50 89.1 12 H I
69 96.0 6 36 1 88.6 8 61
100 95.9 6 36 55 82.7 17 239
17 95-7 11 121 99 85.7 28 111
61 95-1 17 289 86 86.1 21 H i
89 91.1 22 181 101 88.1 12 H I
95 95.8 5 25 1 86.8 16 256
101 92.1 6 36 70 87.8 5 25
58 91.8 8 61 85 87.6 7 19
i l l 90.6 9 81 31 86.8 11 121
116 90.5 10 100 56 86.3 17 289
97 92.0 1 16 57 86.2 19 361
23 92.3 19 361 59 86.1 18 321
9h 95.2 16 256 67 85.9 25 625
29 91.2 21 h k l 31 85.8 26 676
27 96.7 H 196 61 85.1 19 361
52 93.2 13 169 53 85.1 7 19
105 97.1 9 81 98 81.5 11 121
92 97.9 9 81 51 81.3 12 H I
90 91.7 11 121 22 83.1 10 100
7k 90.2 15 225 u 83. I 19 361
75 91.7 9 81 72 82.1 10 100
158 92.5 8 61 102 82.1 20 l o o
157 92.9 7 19 21 81.2 3 9
152 96.7 19 361 117 78.6 22 181
51 95.2 10 100 37 71.5 7 19
60 90.0 17 289 11 73.6 18 331
118 99.2 5 25 73 76.0 12 H I
7 90.7 9 81 10 85.8 8 61
111 ■ 1 ■ 1,ii 6,039 518 9,031
*L
11.308 Xg 11.051
£ x x H i £ * 2 518
£ x * 5039 £ x | 9031
1052.308 t 4 1333.898
t  va lu e  -  2 .170
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SOCIAL SERVICE
nMore S u cc e ss fu l” ”Less S u ccess fu l”
Code R ating X X2 Code R ating I X2
71 90*0 61 3721 91 85.6 63 3969
156 93*7 65 1*225 112 88.3 66 1*356
11 93.2 1*7 2209 3 83-5 59 31*81
8 92*9 76 5776 6k 81.1 28 781*
32 9l*.8 57 321*9 35 89.6 6k 1*096
12k 9l*.6 1*9 21*01 8k 78.9 6k 1*096
126 9l*.l* 63 3969 10 83.7 5k 2916
81 9l*.l 7k 51*76 9 85.2 59 31*81
119 92.lt 63 3969 106 87.0 k6 2116
k9 98.9 75 5625 113 89. k k2 1761*
115 96.6 70 1*900 50 89.1 71 501*1
69 96.0 53 2809 k 88.6 7k 51*76
100 95.9 69 1*761 55 82.7 67 1*1*89
hi 95.7 63 3969 99 85.7 61 3721
61 95.it 71 501*1 86 86.1 57 321*9
89 91*. l 65 1*225 101 88.1 6k 1*096
95 95.8 1*6 2116 1 86.8 5k 2916
10k 92.1 58 3361* 70 87.8 55 3025
58 91.8 72 5181* 85 87.6 k3 181*9
111 90.6 1*9 21*01 3k 86.8 k l 1681
116 90.5 70 1*900 56 86.3 59 31*81
97 92.0 69 1*761 57 86.2 31 961
23 92.3 63 3969 59 86.1 55 3025
9h 95.2 62 381*1* 67 85-9 68 1*621*
h9 91.2 65 1*225 31 85.8 71 501*1
27 96.7 62 381*1* 6k 85.k 70 1*900
52 93.2 1*6 2116 53 85.k 69 1*761
105 97.1 60 3600 98 8k.5 58 3361*
92 97.9 66 1*356 2k 8k.3 50 2500
90 9it.7 59 31*81 22 83.I 53 2809
Ik 90.2 56 3136 ill 83.I 72 5181*
75 9U-7 57 321*9 72 82.k 52 2701*
158 92.5 1A 1936 102 82.1 73 5329
157 92.9 61* 1*096 21 81.2 60 3600
152 96.7 5U 2916 117 78.6 5k 2916
51 95-2 60 36OO 37 7k .5 63 3969
60 90.0 1*8 2301* Ilk 78.6 76 5776
118 99-2 68 1*621* 73 76.0 62 381*1*
7 90.7 67 1*1*89 50 85.8 _ 5 l 2601
2386 11*8,836 2279 137,991
61.179 *2 58.k36
2386 £*2 2279
1118,836 £ x | 137,991
O f 2861.71*3 k8l5.590
t  'value := 1.205
CLERICAL
tfMore S uccessfu l” "Less S u ccessfu l11
Code Rating X X2 Code Rating X X2
71 90,0 55 3025 91 85.6 3k 1X56
156 93*7 39 1521 112 88.3 1*1 1681
11 93-2 55 3025 3 83.5 21* 576
8 92.9 5 i 2601 61* 81.1 50 2500
32 9U.8 35 1225 35 89.6 1*6 2116
121* 9U.6 30 900 81* 78.9 1*5 2025
126 9h*h 28 7 81+ 10 83.2 1*6 2116
81 9k-1 52 2701+ 9 85.2 63 3969
119 92.k 52 2701+ 106 87.0 57 321+9
1*9 98.9 19 361 113 8 9-k 35 1225
115 96.6 15 225 50 89.1 1*3 181+9
69 96.0 60 3600 k 88.6 21* 576
100 95.9 36 1296 55 82.7 36 1296
1*7 95.7 32 1021+ 99 85.7 57 321+9
61 95.1* 26 676 86 86.1 1*2 1761+
89 9l*.l 39 1521 101 88.1 1*7 2209
95 95.8 29 81+1 1 86.8 1*9 21+01
101* 92.1 36 1296 70 87.8 62 381+1+
58 91.8 32 1021+ 85 87.6 35 1225
111 90.6 76 5776 3k 86.8 1*7 2209
116 90.5 32 1021+ 56 86.3 1*2 1761+
97 92.0 38 11+1+1+ 57 86.2 37 1369
23 92.3 35 1225 59 86.1 1*2 1761+
9k 95.2 k9 21+01 31 85.8 33 1089
29 91.2 18 321+ 67 85.9 35 1225
27 96.7 55 3025 63 85.11 16 256
52 93.2 9k 2916 53 85.k 26 676
105 97.1 9k 2916 98 81*.5 38 11+1+1+
92 97-9 3k 1156 2k 81*.3 51 2601
90 9k-7 51 2601 22 83.1 31* 1156
7k 90.2 37 1369 k l 83.1 25 625
75 9U.7 52 2701+ 72 82.1* 37 1369
158 92.5 23 529 102 82.1 32 1021+
157 92.9 k9 21+01 21 81.2 62 381(1+
152 96.7 38 ll+l+ll 117 78.6 1*2 1761+
51 95.2 k3 181+9 37 71*.5 k l 1681
6o 90.0 31 961 kk 78.6 27 729
118 99.2 27 729 73 76.0 61 3721
7 90.7 36 1296 ko 85.8 J*8 2301+
1553 68,1+2+3 1612 71,61+0
39.021
. * 2
h i-333
SXi 1553 1612
68,1*1*3 2 71,61*0
i . A 6601.7W* 5010.667
t  va lu e  = 0 .5 i* l
